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FOREWORD 

From a historical standpoint, formulating, 
planning, and implementing the CIA "second-career " 
counseling program began with the establishment of 
the CIA outplacement program in February 1958? and, 
because they were -so interrelated, this historical 
effort must also take account of developments in 
retirement counseling and retiree placement. The 
growth of these three activities reflects favorably 
upon the ability of Agency management to recognize 
the need for, as well as to establish in a timely man- 
ner, specialized personnel programs to meet changing 
administrative conditions. 

An earlier phase of employee assistance acti- 
vities in the Office of Personnel was initiated in 
1955 in the Employee Relations Branch of the Per- 
sonnel, 'Assignment Division (PAD), but the counseling 
and assistance was largely reserved for newly- 
appointed clerical personnel who, in the Agency's 
final EOD processing, were not able to meet the 
organization’s full employment standards. When the 
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outplacement program was established in February 1958, 
these activities along with, a female clerical counselor 
were transferred to the Outplacement Branch. 
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THE RELUCTANT RETIREES: OUTPLACEMENT, " SECOND-CAREER " 

COUNSELING, AND RETIREE PLACEMENT, 1957 - 1967 


I. Outplacement-Initial Phase 

The need for an Agency outplacement counseling 
program was discussed during 1957 by Mr. Gordon M. 
Stewart, the Director of Personnel, not only with 
Agency personnel officers, but also with key officials 
in the DDP, DDI , and other components of the DDS . jy 
These talks indicated that there were indeed an un- 
determined number of staff officers in the medium 
and higher grades within the Agency who were either 
being carried in excess of Agency needs for the 
skills they represented or else had reached the 
point in their own professional and personal develop- 
ment where it would be desiiable for them to find 
employment outside the Agency. 

The obsolescence of skills was caused, in part 
at least, by the rapid growth of the Agency and sub- 

t 

sequent changes in its operational orientation. 
Professional dissatisfaction could also result from 
the nature of intelligence work itself. It was 
believed that there were employees in the Plans and 
Intelligence Directorates who felt that, whereas 
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their work in the Agency had been rewarding and use- 
ful up to a point, it tended with time to become 
repetitious, lacked challenge, and did not hold 
inviting prospects for the future. The proposal of 
the Director of Personnel for an outplacement program 
reflected an early awareness of what was later to 
become an increasingly important facet of the Agency's 
manpower management role. 

It was apparent that what was needed was an 
administrative procedure that would enable manage- 
ment to channel those officers who wished voluntar- 
ily to relocate with other Federal agencies, academic 
institutions, or private organizations. An "in-depth" 
analysis of any segment of the employee population 
would have revealed, one can be sure, a number of 
dissatisfied and disenchanted individuals whose 
performance would have ranged from excellent to 
marginal, depending upon the individual officer's 
ability to adjust to his administrative environment. 

While considering the need for the outplace- 
ment program, the Director of Personnel also recog- 
nized the need for and proposed a selection-out 

- 2 - 
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program 2/ which institutionalized a means for Agency 
management "to identify and release from employment 
persons whose effectiveness was substandard."* As 
time went on these two programs operated quite closely 
together, although the actual character of the out- 
placement program shifted somewhat from Mr. Stewart’s 
original concept. Although many other Federal agencies 
had, at the end o'f World War II, established model 
outplacement programs, their experiences were not 
heavily drawn upon by Mr. Stewart in planning the 
CIA outplacement charter. He envisioned a more 
responsive endeavor to meet anticipated Agency 
needs — particularly in placing senior Agency 
officers within the Federal sector. Accordingly, 


* Although Agency management approved formal selec- 
tion-out procedures and the outplacement program in 
1958, management did not deem it necessary to forma- 
lize a reduction-in-force (surplusing) procedure at 
that tjLme. As a result, for three years the Out- 
placement Branch informally conferred with the Career 
Service Heads on individual "surplus" cases and fur- 
nishe d counselin g services as required. In February 
1961, I l Separation of Surplus Personnel 

(later reissued as | | established Agency pro- 

cedures under which Agency surplus personnel could 
be identified and appropriate administrative action 
taken. 
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the focal point of the CIA outplacement effort was 
to be at the DCI-Agency level rather than at the 
Office of Personnel level. The parameter of the 
outplacement philosophy was formulated .as a result 
of a series of discussions held in late 1957 and 
early 1958 by Mr. Stewart with Mr. Rocco Siciliano, 
the Special Assistant to the President for Personnel 
Management, and Mr. Joseph Winslow, a subordinate 
of Mr. Siciliano. The White House staffers were 
of the opinion that the heads of the executive 
departments and agencies, under the guidance of 
the White House, would and should be made to 
realize that the acceptance of certain ex-CIA 
people into their ranks would be in the interest 
of the overall Government effort and would in no 
significant way upset or adversely affect given 
personnel programs . 3/ 

These two advisors also offered several ideas 

i . 

that they considered basic to a successful outplace- 
ment program in the CIA, an agency exempted from 
Civil Service rules and regulations. As an "exempted" 
agency, Mr. Siciliano suggested that the first step 
the CIA should take would be for Agency officials 

- 4 - 

5 , 

Approved For Release 2003/0§^%lK3?DP90-00708R0002001 60001-0 



Approved For Release 2003/oS£^J^iK^DP90-00708R000200160001-0 


to open discussions with representatives of the 
United States Civil Service Commission (CSC) in 
order to propose the development of a CSC-CIA 
personnel interchange agreement along the lines 
of the CSC-AEC interchange agreement that had 
been approved in May 1957. Such an agreement 
provided immediate eligibility and Civil Service 
status to qualified "excepted agency" employees 
upon accepting appointments in the competitive 
civil service system of the Executive Branch.* 

Mr. Siciliano also expressed the view that 
once the Personnel Interchange Agreement was 
approved, the Director of Personnel should ’have 
"lists" of names of Agency candidates drawn up, 
along with the names of the Agencies or depart- 
ments of interest to each, so that the Director 
of Central Intelligence, accompanied by Messrs. 
Stewapt and Siciliano, could discuss the Agency’s 


* The question of Civil Service eligibility is 
discussed in a later portion of this report. 
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personnel outplacement activities with the Secre- 
taries of the several departments as well as 
appropriate agency heads. Once agreement was 
reached between these officials, the outplace- 
ment officers could advise the individuals con- 
cerned and take steps to complete their trans- 
fers to the receiving organization. 

As follow-up, Messrs. Lyman Kirkpatrick, 
Inspector General of CIA, and Stewart had a 
luncheon engagement with these White House staffers 
in December 1957. 4/ They again discussed the 
Agency manpower problems in considerable depth 
reaffirming previous discussions.* Thus, with 
a long-time interest in Agency personnel manage- 
ment, Mr. Kirkpatrick strongly encouraged the 


* According to the comments of Mr. Kirkpatrick 
at the 56th meeting of the Career Council on 
30 April 1959 5/ the Dir ector of Pe rsonnel had 
invited Mr. Siciliano to I I during the 

Fall of 1957 as part of an Agency orientation 
tour. While there they had discussed the 
Agency's need for both an early retirement 
program and a high-powered executive outplacement 


25X1A 
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Director of Personnel to plan an accelerated re- 
tirement program that would include the develop- 
ment of a mechanism through which the movement 
(into other organizations! of senior personnel 
who had passed the period of greatest usefulness 
in staff status could be accomplished. With 
the encouragement of these officials, Mr. Stewart 
conceived the idea of the outplacement program 
which was approved by the DCI on 17 February 
1958 following the informal concurrence of the 
entire membership of the Agency Personnel policy 
body - the Career Council.* 


program in order to accelerate the movement of 
senior intelligence personnel into other fields 
of endeavor upon determining that, for various 
reasons, their potential in intelligence might 
be limited. 


25X1 A 
25X1A 


* CIA Career Council Membership 1957-58 
Gordon M. Stewart, D/Personnel, Chairman 
Robert:' Amo ry, Jr., DDI, Member 
Lawrence K. White, DDS, Member 
Richard Helms, COP-DDP, Alternate for DDP 
Lyman Kirkpatrick, IG, Member 
Matthew Baird. DTR. M ember 

I D/Commo, Member 

I Executive Secretary, OP 
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On 17 February 1958, the DCI signed the memo- 
randum (Attachment A) which established formal Per- 
sonnel Selection-Out procedures.* That administra- 
tive document also included the statement "and (In 
meritorious cases) for assistance in obtaining 
other employment." This statement, then, became 
the basic charter for the outplacement program 
which was immediately established in the Office of 
Personnel . 

During these first, formative years, Mr. Stewart 
had considerable personal interest in the development 
of the Agency outplacement program. Under his direc- 


* For some time previous to 1958, the Agency had been 
handling selection-out cases on an informal basis using 
the DCI 1 s termination authority in Section 102c of P.L. 
110. However, under Section 14 of the Veterans' Read- 
justment Act of 1944, Agency veterans selected out 
could appeal to the CSC. The CSC's critical review, 
during one such appeal case, of the Agency's informal 
administrative termination procedures brought the fact 
home that the Agency needed a formal selection-out pro- 
cedure that could be clearly supported if the CSC (or 
one of the US courts) should become an appeals body. 

At this time, both the CSC and courts were emphasizing 
the need for agencies to have established formal term- 
ination procedures so that the reviewing body could 
ascertain that the employee appellant had been given 
a fair administrative hearing. 
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tion, the outplacement officers provided guidance and 
assistance to Agency staff employees who had either 
become surplus to Agency program needs or who for 
personal reasons decided that a long tenure with' CIA 
might not be beneficial either to themselves or to 
the Agency. With respect to Mr. Stewart's basic 
philosophy, he maintained that unhappy employees were 
anti-productive and the long-term benefit to the 
Agency would be to provide outplacement assistance 
for such individuals. He decided that a highly flex- 
ible program was needed and, as Agency officials 
levied various counseling requirements (not only for 
staff but also for contract employees, staff agents, 
military staff agentB, etc.) on the outplacement 
program, Mr. Stewart ultimately endorsed the counsel- 
ing of all types of employees including "volunteers." 
For several years, the "volunteers" were, in fact, 

self-referrals and were treated in a confidential 

1 1 

manner without concurrence of the employees’ Career 
Service Boards.* 


* This type of service was eventually frowned upon 
by top management and the DDS , in 1964, decided that 
&11 employee "volunteer" clients would have to secure 
the concurrence of their Career Services for outplace- 

- 9 - 
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Initially, the Outplacement Branch was assigned 
to the Personnel Operations Division. The three- 
employee staff worked out of the office of the Chief, 



The staff members were: Mr. 


the outplacement officer for governmental 

placements ; 


for industrial and 25X1A 

academic opportunities; and 


a 25X1A 


psychiatric social worker who handled clerical 


referrals and cases having psychological implications. 

Even though the Director of Personnel strongly 
championed the program from the outset, the outplace- 
ment program got off to a rather poor start, largely 
because of the administrative opposition resulting 
from the linking of the selection-out program to the 
outplacement program in its, charter memorandum. It 


ment assistance. 6/ With respect to "volunteers," 
it was found that when the Career Services were 
advised about the employee's employment interests, 
they we're usually in agreement that such counsel- 
ing should have been provided and, if they had been 
asked, they would have concurred. Thus, for the 
record, perhaps the initial "full-service" policy 
should have been more widely broadcast, thus avoid- 
ing any inference of clandestine counseling operations. 
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Was therefore certainly understandable that Agency 
officials concluded that the outplacement program 
was merely an adjunct of 3election-out . Agency 
rumors were along the lines of "outplacement for 
selection-out cases only." 

A restrictive charter was never intended. 
Accordingly, Mr. Stewart, who was firmly convinced 
that the outplacement program should not be limited 
to counseling a single category of employees, in- 
formally directed that the outplacement officers 
undertake an internal publicity campaign to acquaint 
management with outplacement's broadened service 
role; during 1958 and 1959, briefing sessions were 
scheduled with the 22 career service heads . 7/ 
Emphasis was given to the fact that the outplacement 
program had been established to furnish immediate 
assistance to the heads of the career services who 
wished to make referrals to outplacement of all 
types 'of organization employees (rather than only 
staf fl . 8/ It was also noted that in setting 
priorities for outplacement assistance they would 
be based on concentrated support for those officers 
with meritorious Agency records. In other words, 
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while the outplacement officers could indeed work 
with the marginal employees who might be channeled 
through the selection-out procedure , it was stressed 
that the outplacement program was independent and 
was beat geared to worlc with candidates of high 
professional caliber.* 

Mr. Stewart's enlargement of the scope of out- 
placement activity afforded the heads of the career 
services a direct referral system once they had re- 
viewed their manpower assets in light of both chang- 
ing program requirements and changing career interests 
of their staff officers. Unfortunately full advantage 
was not taken of these available outplacement counsel- 
ing services. While a small number of career service 
heads did avail themselves ■ of this new support service, 
the majority did not. In fact, Agency reaction to this 
program was , at best, lethargic. Perhaps, this change 
in administrative philosophy was too drastic a switch 
from the previous philosophy of permitting terminated 
officers to either "sink or swim" insofar as finding 
post- Agency employment was concerned. 


* See Attachments B and C. 
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During 19 58, the first year of the outplacement 
program, a major portion of the outplacement staff's 
time was spent in developing internal procedures; in 
working out viable and rational relationships with 
the staffs of the personnel security and cover pro- 
grams of the Agency; and in exploiting both internal 
and external contacts in an attempt to develop var- 
ious types of employment lead sources . It soon 
became apparent to I 


the Agency 


outplacement officer dealing with US Government 
agencies, that CIA personnel interested in other 
Federal employment would be faced with meeting 
"new entry" (into government employment) require- 
ments including standing for examinations and the 
attendant long-drawn-out processing procedures. 

(This problem is dealt with in greater detail later 
in this study.) However, another "exempted" 1 agency, 
the AEC , secured in 1957 a Personnel Interchange 

> i 

Agreement (PIA) with the CSC under which AEC 
personnel were permitted relatively free movement 
into the competitive service without being subjected 
to the CSC examination process. 
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The PIA was premised upon the CSC evaluation 
and acceptance of the AEC personnel program, an in- 
dependent merit system, as comparable to that of 
the competitive service. Since its inception, CIA 
had also developed a reasonably strong personnel 
merit system which would have met the CSC require- 
ments if the Agency were to become a little flexible. 
As a result, CSC and AEC officials were informally 
contacted several times during 1958. Of primary 
importance was the question of what the Commission 
would expect of the Agency if it were to. approve a 
PIA for CIA. A telephone conversation in March 1958 

and Mr. John Scott, the Commission 


between 


official responsible for coordinating PIA requests 
from exempted agencies, quickly revealed that the 
Agency would be faced with the CSC requirement for 
veteran applicants to be granted preference over 

non- veterans .9/ (This had not been an Agency prac- 

, 1 • — 

tice as an exempted agency and was to become one of 
two major stumbling blocks for Agency management 
in considering whether or not to seek such an ar- 
rangement .) 10/ Discussions were also held with 
Messrs. Henry Jenkins and Gordon Swindel, AEC per- 
sonnel officers who had worked closely with the CSC 
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inspectors when they surveyed the AEC merit system 
to determine how well it met CSC requirements. 

The AEC survey took two years, principally 
because AEC was the first Agency to request a per- 
sonnel interchange agreement. CIA representatives 
were also interested to learn that the CSC inspec- 
tors did not have to be granted "Q" clearances 
since they had no need for substantive AEC informa- 
tion of a classified nature. Obviously, protection 
of its sources, methods of collection, and informa- 
tion would be critical in any Agency-CSC arrangements, 
too . 11/ 

The CSC requirements were, in reality, quite 
reasonable in the sense that an evaluation of the 
Agency personnel selection and processing procedures 
could be easily justified, since the CSC only wanted 
to be sure that the CIA merit system was equivalent 
to that of the competitive service. It was explained 
by the 'commission also that there would be require- 
ments that the Agency recognize veteran's preference 
in hiring new applicants and that vacancies, .for 
which external recruitment was to be undertaken, 
would have to be fully publicized so that "all 
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interested applicants would be informed and, if 
interested, could apply." Indeed, these require- 
ments had been set in stone in the CSC-AEC Person- 
nel Interchange Agreement approved by CSC 10 May. 

1957 . 12/ (See Attachment D.) 

However, another idea continued to plague 
Agency administrators — that once the Agency had 
entered into a CSC interchange agreement, the CSC 
would, or could, for example, levy a requirement 
on the Agency to hire some employees from another 
Agency undergoing a reduction in force. This 
supposition was disclaimed by CSC representatives, 
but the idea, once planted, remained. Even though 
Mr. Siciliano had strongly recommended the securing 
of a CSC-CIA agreement, those administrative re- 
quirements that could be levied by the CSC on the 
Agency made Agency management decide against seeking 
such a contract. However, this subject has continued 

i 

to come up for discussion from time to time.* 


* Particularly after each signing of an Executive 
Order granting transfer rights to White House employees, 
Legislative and Judicial Branches' employees, and, most 
recently. Foreign Service officers. 
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Without a personnel interchange agreement, those 
Agency employees who wished to seek other Federal em- 
ployment would have to go through the regular CSC 
examination process and stand their chances along 
with the general public in being considered and 
selected for other Federal position vacancies. The 
lack of such an agreement naturally had an important 
effect on both the planning and operation of the out- 
placement program. Messrs. Siciliano and Stewart 
envisioned the CIA outplacement program as a high 
level inter-agency placement operation to be handled 
on an individual case basis by the DCI and the heads 
of the agencies to which CIA officers wished to trans- 
fer. The key to the success of these proposed high- 
level arrangements would have been tied into CIA 
securing a personnel interchange agreement which 
would have given the head of the receiving agency 
authority to make an appointment of a CIA officer 
into A competitive service position based upon his 
qualifications and tenure in the CIA merit system. 
Without such an agreement, agency heads in the com- 
petitive service would not have any sufficiently 
broad appointment authority to transfer. CIA officials 
into the competitive system. 

- 17 - 
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25X1 A 


a former Chief of the Outplace- 
ment Branch,* has recalled that Mr. Gordon M. Stewart, 
the Director of Personnel, not only took a keen per- 
sonal interest in the initial, informal planning 
phase of the outplacement program, but also maintained 
close rapport with the outplacement officers through- 
out his tenure as Director of Personnel. As a result 
of his long-term exposure to Agency operations , Mr. 
Stewart felt strongly that many of his Agency peers 
would, if they were to leave the intelligence field, 
be interested, on the one hand, in careers in the 
academic world, or, on the other, with large US cor- 
porations having international divisions requiring 
officers interested in living abroad and possessing 
specialized linguistic ability and foreign area knowl- 
edges. He often cited stories that he had heard about 
the outplacement successes of MI 5 and MI 6 in their 

placements of retired British intelligence officers 
( ! 

into such British-controlled concerns as Lever Brothers, 
Ltd., and other large organizations. 


25X1A ' 


* I served aB Chief, Outplacement Branch from 

the program's inception in 1958 until 1966. 
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To a lesser degree, Mr. Stewart also appreciated 
the fact that some officer* might prefer to continue 
a governmental type career in another Federal organi- 
zation or even in units at the state and/or local 
levels. In these instances, CIA managerial experience 
and administrative know-how would be among the assets 
that these officers could offer. With these ideas 
in his mind, one can readily understand why the 
Director of Personnel felt that the most realistic 
division of effort in the Outplacement Branch should 
be between academic/industrial placements and govern- 
mental (all levels) placements. Of course, the fact 
that the two senior outplacement officers assigned 
to the program had specialized backgrounds in each 
of these areas, reinforced ' this thinking. 

During 1958, the first year of the program, 
this division of effort was tried. It worked well 

insofar as the assignment and completion of initial 

! 

staff work necessary to getting the program under- 
way was concerned. For example, the exploitation 
of industrial and academic emplo^ent lead sources 
in no way followed the pattern used in developing 
Federal and other types of governmental employment 
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lead sources.* The same was true in ascertaining 
employment standards in these different areas as 
well as in resolving employee-clients' security 
and cover problems and guiding them toward work- 
able arrangements according to such employment 
goals . 

However, the premise that the individual CIA 
employee-client would be inclined to pursue one 
employment area exclusively was found to be incorrect. 
One finds that Agency professional employees who did 
use the outplacement facilities invariably decided 
to exploit all possible employment areas. (The 


* Governmental employment .opportunities , in all 
jurisdictions, are subject to "conditions of 
employment" requirements (veteran's preference, 
jurisdictional citizenship, examinations publi- 
cized with a lengthy application period suffi- 
cient to permit all qualified citizens an oppor- 
tunity to apply, etc.). Academic and industrial 
institutions, on the other hand, use the "direct- 
hire" -Approach of offering' immediate employment 
to those that meet their educational and experi- 
ence qualifications standards. 
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only exceptions were those cases for which the Office 
of Security specified that certain types of employment 
affiliation with various international organizations - 
was not acceptable . Rather than continue having the 
two outplacement officers deal with the same employee- 
client, one for industrial/academic and the other on 
governmental employment opportunities, it was decided 
to have both officers develop expertise in all employ- 
ment areas and thus fully service each client's 
employment requirements. This, in the final analysis, 
was the only logical solution. It worked out well, 
and, at the same time, gave the staff more flexibility 
Another procedural change was implemented as 
a result of the staff's findings during the first 
years of operation. It was' found that employment 
lead data were extremely perishable, and frequently 
sensitive as well. Experience also showed that it 
was difficult to convince many organizations to 

t . 

even consider CIA employees as potential candidates 
(largely because of their unknown qualities or 
assets).,. To compound the matter, in those cases 
when an official would make available job leads 
'with the understanding that the outplacement 
officers would be referring candidates shortly 
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the Agency soon became notorious for the frequency 
with which its potential candidates proved to be 
"no shows."* The impact on the Agency's public 
relations was definitely negative. 

To improve its "image," the outplacement 
officers decided to shift their employment search 
to a client-based effort, with an outplacement 
officer handling his individual client throughout 
the duration of his interest in employment search 
assistance . This approach was highly specialized 
and more time-consuming but also more rewarding 
than the one previously followed. In addition, it 


* By 1958 several hundred Agency officers at the 
GS-13 level had accumulated upward of fifteen years 
of Federal civilian, OSS wartime, or military service. 
It was felt that many of these officers, if they were 
to leave CIA, would have preferred to continue their 
employment affiliation with the Federal Government. 
This premise was based upon the retirement benefits 
available to the CIA employees as members of the 
CSC retirement plan — an assumption borne out later , 
since 'the majority of outplacement clients were 
interested only in Federal employment, even though 
they made inquiries about employment possibilities 
in the academic/industrial sectors. 
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did help to avoid leaving a negative impression upon 
cooperating organizations who were willing to con- 
sider CIA employees. 

The internal image of the outplacement activity 
also received considerable attention during the first 
half of 1958. In an attempt to dissociate outplacement 
from selection-out programs, personnel officers under- 
took a vigorous internal briefing program. All in 
all, 22 briefings were held, including 16 presentations 
to heads and members of individual career service 
boards. The practice was also continued in 1959, when 
10 briefings were given. This approach had an impact 
upon the outplacement program, but the effect was 
different from that anticipated. 

It was true that the- original charter was 
somewhat nebulous in defining how far the Director 
of Personnel could go in establishing or extending 
the parameter of this program. But extend it he 

i 

did. Under the Belection-out procedures memorandum, 
these personnel procedures were limited to identify- 
ing and taking administrative action on staff person- 
nel. (See Attachment A.) Therefore, "meritorious 
- cases" warranting outplacement assistance, therein 
referred to, were limited to staff personnel. How- 
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ever, during the first four years, the Director of 
Personnel administratively extended the outplacement 
charter, on a case-by-case basis, to include all of 
the eighteen different Agency employment categories.* 
Since there was no other administrative 
machinery at this time (1958-60) to identify and 
take action on surplus personnel,** the heads of the 
various career services and other senior officials 
used the outplacement service in an informal way. - 
Agency managers began to suggest that certain of 
their employees should voluntarily seek assistance 
in locating other employment. This group then be- 
came the major part of the workload of the Outplace- 
ment Branch. The second largest group of employees 
assisted were those either being selected out 
through the office of the Special Assistant to the 
Director of Personnel or terminated for medical or 
security reasons. 

i 


* Of course, a number of these were handled not only 
at the request of Agency line officers but also at the 
behest of the Director, the Inspector General, the Dir- 
ector of Personnel, and other key officials. 
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Eventually the employees’ "communications 
grapevine" helped to publicize the outplacement 
program which, in turn, helped further to extend 
the parameters of the type of assistance furnished, 
particularly in expanding the clientele base. 

With the informal concurrence of the Director of 
Personnel, and at the request of program directors, 
case officers, and administrative and personnel 
officers, the outplacement officers began assisting 
contract employees , contract agents , career agents , 
military staff agents, military retirees, civilian 
retirees, and others seeking assistance. Operation- 
ally, the successful handling of each different 
type of employee client presented new and challeng- 
ing administrative problems, not only from a counseling 
standpoint but also because many involved unique 
security/cover considerations. 

There is no question but that the outplacement 
program met an important need of the Agency. As an 
index of the scope of the outplacement activities, 
the official outplacement annual reports revealed 
a workload for the period from spring, 1958, through 
the spring of 1962 of 1,150 cases — an average of 
approximately 300 new cases each year. 
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From a program administration standpoint, 
employee-client caseload statistics were the best 
measurement of outplacement activities . Year after 
year, management seemed solely interested in the 
number of external placements made. In view of the 
types of clients handled, the 40 -percent (or slightly 
more) average placement rate was indeed respectable. 

Outplacement documents also show that for the 
30-month period from July 1961 through December 1963, 
the outplacement officers worked with 817 clients — 

157 (.19 percentl of whom were carried into calendar 
year 1964 as active cases. Of the balance, 352 indi- 
viduals (44 percent) — 166 professionals and 186 clerks — 
were placed in other organizations; 118 (14 percent) 
accepted other internal Agency assignments; 111 (14 per- 
cent) showed no continuing interest in outplacement 
assistance; and 79 (9 percent) resigned or were termina- 
ted before finding other employment. Within this group 
of 81^ were 100 employees affected by the "701" exercise.* 


* The ”701" exercise is discussed in Section II of 
this report, beginning on p. 34. 
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Of these, 21 accepted other Federal employment; 6 
went to private industry; 3 went into teaching; 35 
accepted Agency reassignments; and 17 retired 
(having sought outplacement assistance to straighten 
out employment-cover-security problems that might 
confront them if they were to seek employment later.) 
The 18 remaining employees were retained by the 
Agency until they could qualify for discontinued 
service retirement needing less than 2 years of 
additional service. 13/ Outplacement counseling was, 
of course, provided to these employees before they 
left the Agency. 

Interestingly enough, it was several years 
after program inauguration before management accepted 
the concept that outplacement could not function as 
an employment agency* but should fill a more important 


* Not only did management think of outplacement 
officers ad job brokers but so did many employee- 
clients . The question was often asked "where are 
your lists of job vacancies?" with the idea in 
mind that the client had only to decide what job 
he would like and it would be his. 
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counseling role by working with individuals in 
order to redirect their thinking into how to best 
use or develop their transferable skills and 
abilities in anticipation of entering second- 
career fields. A secondary responsibility was 
to insure that pertinent cover and security 
arrangements were ( considered in developing Agency 
employment documentation. Finally, once the fore- 
going had been accomplished there was the residual 
responsibility of making selective external employ- 
ment referrals. During the 1958-1962 period, the 
staff of the outplacement service was increased 
from a three-man operation to five professional 
counselors and one secretarial assistant.* The 
outplacement officers conducted in-house inter- 
views, counseling sessions (including a limited 
number in clandestine surroundings), and attempted 

t 

* Largely due to anticipated counseling require- 
ments to be generated by those involved in the 
"701" exercise. 
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to resolve an increasing number of unique cover and 
security problems.* Initially , these problems were 
resolved on an individual basis; but the Outplace- 
ment Branch was eventually able to develop formal 
clearance procedures with the Central Cover Staff 
(CCS) and the Office of Security (OS) . Departing 
employees who followed these specified procedures 
could be certain that their job statements would 
be consistent with Agency security and operational 
cover requirements. 


25X1A 


" 29 — 

f. 

Approved For Release 2003/dSBC-RB^DP90-00708R0002001 60001-0 





Approved For Release 2003/gJi®R©ikDP90-00708R0002001 60001-0 


It soon became apparent that in order for the 
outplacement program to function satisfactorily, it 
would have to have a more responsive, professional 
role in the resolution of the personnel, aspects of 
security and cover problems of its clients. Although 
the Office of Personnel had never previously gotten 
involved in such matters, from time to time it was 
called on to "pick up the pieces" of a shattered 
cover story and to try to resolve it in some logical 
fashion to the satisfaction of another organization 
and employee. The responsibility for handling tele- 
phonic and written employment reference inquiries 


25X1 A 


- 30 - 


Approved For Release 2003/1 


uS£ftftj^P90. 


i, 

00708R0002001 60001-0 


r itvvr 


■mrwTwnwn romrri 




Approved For Release 2003/g3^K®^DP90-00708R0002001 60001-0 


rested with the Chief, Transactions and Records Branch 
or his clerical designee. "Routine handling" was the 
best way to describe the discharge of the reference 
inquiries. As a result of inappropriate handling of 
the reference work for several outplacement clients, 
the Chief, Outplacement Branch, recommended to the 
Director of Personnel and the Chief, Personnel 
Operations Division (POD) that Outplacement assume 
full responsibility for these two areas for its 
clients . 

The Director of Personnel informally approved 
this change, recognizing that it was important for 
the outplacement officer to work initially with 
representatives of the Central Cover Staff and OS, 
as well as with the employee, in developing and 
refining a cover story that would be consistent 
with the individual's employment objective and 
which would be logically backstopped. In a some- 

i 

i, 

what similar manner, the outplacement officer was 
able to furnish a professional employment response 
tailored to meet the requirements of the specific 
job to which he had originally referred the employee 
client. It followed that, without the CSC personnel 
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interchange agreement, those interested in other 
Federal employment had to file for appropriate 
Civil Service examinations. Because many of the 
Agency supervisors were under cover, the prepara- 
tion of responses to these highly technical CSC 
"examination vouchers" (for outplacement clients) 
was also accomplished by the outplacement staff. 

With experienced outplacement officers han- 
dling these support matters, the quality of service 
definitely improved to the benefit of the employee 
client. Furthermore, it was determined informally 
by the Director of Personnel that professional out- 
placement support should be made available to all 
current and former employees GS-12 and above. The 
assumption of these additional chores was indeed 
time consuming, but the additional responsibility 
and experience helped the outplacement program to 
come to full maturity. For the first time in its 

t. 

history, the complete responsibility for coordina- 
ting all personnel, security, and cover needs of 
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employees departing the Agency was given to a single 
unit in the Office of Personnel.* 


25X1 
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* This philosophy was ultima tely crystallized with 
the publication of | I 15 September 1961 * 

The same philosophy was continu ed in the revision 
of this regulation-] 27 April 1965. 
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II. The "701" Exercise 

The development of the outplacement program 
as a "service of common concern" was indeed fortu- 
nate. In the spring of 1962 the Outplacement Branch 
was called upon to lend full support to "second- 
career" counseling (including developing supportive 
documentation) and to employment searches for exter- 
nal employment opportunities for approximately 191 
operations officers, training officers, and admin- 
istrative and technical support personnel designa- 
ted surplus under the Agency "701" formal manpower 
control program. 14/ Although outplacement officers 
had been working with employee clients informally 
referred by career services as surplus to the needs 
of either their programs or those of the Agency, no 
formal administrative machinery had been developed 
to cope with the problem of handling "surplus" per- 
sonnel until February 1961. At that time, 

"Separation of Surplus Personnel" and 

"Separation Compensation" were approved. These two 
regulations not only provided administrative proce- 
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dures , but also established separation compensation^ 
schedules for personnel being separated after years 
of clandestine service— personnel for whom job trans- 
fers would be difficult because of the security re- 
strictions regarding the full disclosure of their 
qualifications. 

With these regulations on the books, it wasn't 
long before outplacement officers found themselves 
counseling many of the employees who faced job termina- 
tion. In May 1961, the Chief, Technical Services Divi- 
sion, DDP , declared surplus a small group of \ 


Co.) About the same time, the DDS as Head of the 
Suppor^ Career Service, declared seven administra- 
tive officers surplus, and, as a result of his 
abolition of the Management Staff, ten management 
analysts and five records-management officers. 

The Director of Training placed 13 training officers 
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in this category. The DDP declared 153 Clandestine 
Service careerists surplus in September 1961.* 

These actions made a strong impact on the Out- 
placement Branch. Not only was it necessary to 
undertake in-depth second-career counseling with 
all of these employees (even those who ultimately 
went into retirement had to be counseled so that 
cover and security problems surrounding their 
Agency employment could be resolved before they 
left the area for the four corners of the world ) , 
but also a number of CS employees whose morale 
had been affected desired to look elsewhere even 
though they were not personally involved in these 
surplus programs . A number of such employees 
sought assistance from the Outplacement Branch, 
but eventually lost interest if no job vacancy 
to their liking became available or if they found 
that tfyey themselves were not to be affected by 
the "701" exercise. 


* Agency administrative considerations on the 
parameter of the "701" exercise are detailed in 
,The Hietory of the Specialised Activities Staffs OP. 
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During the "701" exercise, and for some time 
thereafter, the administration of the outplacement 
program increased in complexity as the result of a 
number of administrative factors beyond the staff's 
control. For example, under internal OP arrange- 
ments, the outplacement officers found themselves 
working on external employment possibilities for 
the "701" clients simultaneously with Agency place- 
ment officers who were seeking internal Agency re- 
assignment possibilities for the same individuals. 

It soon became apparent that most of these employees 
were primarily interested in remaining with the 
Agency. This personal preference of the clients 
became stronger as soon as the Agency announced 
that upon acceptance of a reassignment into a lower 
graded position (up to and including three profes- 
sional lower grades) the employee could retain his 
highest salary for a two-year period. 

i 

The Outplacement Branch could not compete 
with this Agency reassignment offer. This was 
especially true with the CS operations officers who 
had such specialized experience that few, if any, 
other Federal agencies or industrial organizations 

- 37 - 

Approved For Release 2003/^??^5 rDP90 -00708R0002001 60001-0 


• -«»»rrr 


•r vr>i rwi’ irtrrrtTiWT^rvNiinfWP.uiwiimyiTiu'nnvumff.mw/i'AiTtJraiuhUTniwrtiwnifmiHHwiNfu^/y-n r-rAt-j-tr * 



Approved For Release 2003/g3^JQIl^DP90-00708R000200160001-0 


were interested. The exception was the Agency for 
International Development, which hired several Agency 
surplus CS employees. However, in each case, CIA 
was required to agree to re-employment rights for 
each one, although few exercised such rights. 

The continuing relationship of an outplacement 
officejr with a client was unique even though clandes- 
tine at times. For example, even after some of the 
"701'ers" had accepted lower-graded Agency reassign- 
ments, they continued to seek external leads from 
the outplacement of fleers— still hoping for an 
offer equivalent to their prior grade level or even 
higher. Other individuals, after the initial two- 
year salary retention period had been completed in 
an Agency assignment, faced with a downward salary 
adjustment, also returned for additional employment 
leads outside of the Agency in the hope of finding 
better paying employment. 

'6f the 191 officers declared surplus, 69 
could not be relocated by either the Placement Divi- 
sion or the Outplacement Branch, and such individuals 
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were eventually terminated and placed under the Agency 
separation compensation plan.* As with the internally 
placed employee clients, the outplacement officers 
continued to offer advice and assistance to its . 
client-employees in this group until either the 
separated officer was placed, found employment on 
his own, or decided not to seek a "second career." 
Interestingly enough, there were cases where the 
lines of communications between a client and his 
outplacement officer were maintained on a voluntary, 
informal basis; and, in a few instances, Agency case 
officers were then able to contact the former 
employees and offer project contracts to some of theBe 
individuals . 


* In recognition of the fact that officers engaged 
in clandestine operations would be at a spe cial dis- 
advantage in making occupational transfers, 

"Separation Compensation" was approved in February 
1961. It established a compensation schedule which 
authorized one month's salary for each year of service 
(up to 12 years); salary computation base to be salary 
level held at time of termination. For GS-14's and 
above the salary ceiling was set at the top step of 
GS-14. After initial payment, subsequent bimonthly 
payments were to be reduced by the amount of earned 
income, retirement annuity or unemployment compensa- 
tion received. 


25X1 
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From the spring of 1962 until the end of 1963, 
the outplacement officers spent 41 percent of their 
time working with the "701" clients. The other 
large group of clients were, as mentioned earlier, 
the "volunteers . " This latter group required about 
44 percent of the time of the outplacement officers. 
However, the majority of the clients in both classi- 
fications were primarily interested in securing 
other Federal employment, largely because they had 
become adjusted to the governmental way of life and 
their own pay status. Furthermore, with a substan- 
tial investment in the CSC retirement plan, the 
thought of surrendering a reasonably sound pension 
plan was probably highly distasteful. 

In view of this continuing interest in Federal 
employment by the outplacement clients, the Director 
of Personnel suggested that the Executive Officer/OP 
and the Chief /Outplacement Branch, arrange to reopen 
informal discussions with the CSC officials on a 
CIA-CSC Personnel Interchange Agreement. Since 
Congress had limited the granting of veterans ' pre- 
ference to the period prior to July 1955, the CSC 
representatives pointed out that the bugaboo of CIA 
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recognizing veterans ' preference had diminished con- 
siderably’--each year progressively fewer veterans 
would be applying. However, the CSC procedural 
requirements remained essentially as they had been 
in 1958. 

In his memorandum to the DDS, dated 1 June 
1962 , 15/ the Director of Personnel indicated that 
he opposed seeking a Personnel Interchange Agree- 
ment with the CSC. Pointing out that the CSC 
would not enter into such an agreement unless the 
Agency agreed to give formal recognition to veterans' 
preference in its consideration and selection of 
applicants, he believed that the disadvantages to 
the Agency which would be inherent in the adoption 
of this policy would far outweigh any advantages we 
might gain through such an interchange agreement. 

In addition to the Agency being forced to develop 

elaborate selection procedures which would further 
1 1 

complicate an already difficult recruitment problem, 
the CSC would be in an authoritative position to 
inspect Agency personnel operations and possibly 
change (or expand) its requirements on CIA as one 
of the agencies participating in an interchange 
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agreement. The Director of Personnel left the door 
open by suggesting that there was an alternative 
means of securing essentially the same arrangement. 
He pointed out that there still remained the possi- 
bility of seeking the issuance of an Executive Order 
which would avoid a confrontation between the CSC 
and the Agency on CIA's employment policies. 

Prior to this, President Eisenhower had signed 
Executive Order No. 10577, dated 22 November 1954, 
authorizing transfer privileges into the competi- 
tive service for Executive Office and White House 
staff personnel. Of course the importance of 
the Agency also seeking such an Executive Order 
was championed by the Chief, Outplacement Branch, 
who informally discussed the advantages of using 
this Executive Order approach for the Agency with 
the Chief, POD, and the Director of Personnel not 
only e,ach time that a Federal unit secured an 
Executive Order but also at every opportunity that 
he had. (In 1965, Agency management was to find 
that the Department of State also accomplished a 
personnel interchange agreement via the Executive 
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Order* route.) However, no positive action has ever 
been taken by Agency management with respect to seek- 
ing a formal interchange agreement under either the 
Executive Order or CSC-CIA negotiation approach; 

Thus, the use of the CSC "open" examination method 
with its long-drawn-out processing procedure Was 
the only alternative for those "non-status" employee- 
clients seeking other Federal employment. 

From the support standpoint, it was thuB neces- 
sary to make the Outplacement Branch responsible 
for the coordination and establishment of Agency 
reference positions on every client in order to 
respond to both CSC examination and employment 
reference inquiries. This professional chore was 
necessitated by the inability of Agency employees 
to indicate Agency supervisors a3 references, and 
was further complicated by the unavailability of 
many former supervisors then in overseas assign- 
ments. Although the workload for outplacement 
advisors was increased by this requirement, it 
was recognized as an excellent arrangement since 
it pulled all "the loose ends" together. 

* E.O. No. 11219, dated 6 May 1965. 
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As part of the basic program development, the 
outplacement officers exploited industrial employment 
leads with representatives of the Domestic Contact 
Service (DCS) and the Central Cover Staff (CCS) .. 
However, without firm indications of specific employ- 
ment interests from the outplacement clients (coupled 
with the fact that most of them had little to offer 
an industrial organization except maturity and high 
salary requirements) , it was not unreasonable for 
OP representatives to have received a cool reception 
from DCS, CCS, and representatives of private organi- 
zations . 

Typically, their reaction was in terms of 
"most industrial concerns have career programs of 
their own and they seldom need to look on the out- 
side for middle and senior level replacements. 
Further, those that are looking are only interested 
in top-flight executives with plenty of industrial 
management know-how ..." However, with the "701" 
groups totaling 191 individuals, it was decided to 
again discuss liaison potentials with the DCS and 
CCS in 1962. The reception this time was more 
cordial, and, in fact, the CCS "dropped off" the 
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resumes of a few employee^olients in 9ome of the 
organizations with whom they carried on liaison. 


officials. The outplacement employee -clients with 
whom these units worked were required to "play the 
game" in the fashion spelled out by either the CCS 
or DCS — an arrangement that presented no significant 
personnel problems to the outplacement clients. 
Unfortunately, the record shows that not a single 
external placement was ever made through the efforts 
of DCS or CCS. 


In addition to the efforts of DCS and CCS, the 
outplacement officers also attempted to exploit the 
industrial employment market on an individual client 
search basis. Although it was almost immediately 
apparent that surplus CIA officers were not trained 
for, experienced in, or attracted to US industry, 
the C/OPB prevailed upon CCS to share the services 
"[placement firm (in essence, a firm 


of a 


engaged in recruiting employees for customer concerns) 
. in an attempt to better fathom the industrial job 
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market,. The firm in question, 



. The two 


25X1A 


owners were experienced employment agency officers 
who had done creditable work in recruiting for CIA 
projects. However, after a number of referrals with 
nothing but negative results, C/OPB arranged for a 
special placement campaign during which time the 
employee-client would remain 


for as many 


interviews as could be arranged. This was in con- 
trast to the day or half-day effort that had been 
allotted to previous clients.* 

The officer selected was a 35-year-old male 
employee with writing and editorial skills coupled 
with several years of liaison experience. He was 
interested in moving out of the Agency into public 
relations, radio sales -writing, or similar fields. 
Several days were devoted to the campaign, and a 
number of worthwhile interviews were arranged. 
Unfortunately, the net result was "no offer." The 
project costs to the firm were more than had been 


25X1 


M. 

I 


w. 

J" 


* It was understood that, if successful, a new 
contract would be arranged for similar campaigns. 
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anticipated. This firm, naturally, did not encourage 
a second campaign. A change in the locale of outplace- 
ment efforts was then considered to be in order. 

Because many outplacement clients wished to 
remain in the local area, informal arrangements were 
made with the owner of a small Washington, D.C. 
employment agency to investigate the job market. 

After interviewing several Agency "TOl" clients, 
the employment agency counselors threw in the sponge. 

On the positive side, however, the owner did suggest 
that CIA employment search efforts should be almost 
exclusively concentrated on locating employment 
opportunities in Federal and local government units 
for these officers. 

Before accepting the advice of these experts, 
the C/OPB undertook an informal survey of a number 
of smaller New York employment agencies . He found 
that these employment agency owners were quite can- 

i 

did in responding to the question as to whether or 
not they felt that they would be able to place ex- 
CIA personnel. (A few, it was apparent, thought 
that CIA ■ FBI!) A few flatly refused to work with 
■the Agency, but all indicated that in view of high 
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office rentals and impatient, demanding customer 
firms, they frankly would not refer other than "truly 
qualified" job applicants to their customers. The 
question of such agencies giving any weight to an 
individual's potential to learn a new skill was 
simply out of the question. As an example, one 
indicated that referring a government accountant 
to an export-import firm would probably not result 
in a satisfactory placement, since such firms wanted 
not only industrial accounting skills but also a 
sound working knowledge of the export-import field. 
The bitter lesson was thus learned early in the 
ball game by the outplacement officers that industry 
would accept only already qualified CIA applicants 
regardless of either their Agency performance records 
or growth potentials. 

By 1964, the various Agency career services 
which had gone through the distasteful experience of 
identifying surplus personnel had moved on to other 
manpower matters. From a historical standpoint, 
the "701" exercise* might well have marked the end 


* By and large, the outplacement efforts for " 701 " 
employees, which commenced in the Fall of 1961 , had 
been terminated by the end of 1963 . 
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of an era in CIA personnel management. The nature 
and manner in which the "701" exercise was handled 
was subjected to intense criticism by supervisors 
and employees alike. Due to the continuing drop in 
the Outplacement Branch's workload, the spring of 
1965 brought with it a reduction in the professional 
staff from five to two counselors with a secretarial 
assistant. 

The question might be asked, "What lessons 
did the Agency learn from the ’701' experience?" 
Criticism of the low number of placements by the 
Outplacement Branch was heard from some quarters; 
however, the failure to make more placements did 
not reflect the basic problem — it was symptomatic 
of another administrative condition. The CIA, a 
unique organization, has had to develop, in-house, 
many of the skills needed by Agency programs. As 
a result, its career management philosophy has been 

t » 

i. 

oriented to recognize such skills. Thus many Agency 
careerists have unique organizationally developed 
skills that have little transferability in the open 
job market. This elso applies, to a slightly lesser 
degree, to those who embarked upon an intelligence 
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career by transferring from other more orthodox 
professional fields. Over the years these intelli- 
gence officers have also lost transferable skills 
that would have to be renewed and updated to put 
such individuals into reasonably competitive positions , 
in the labor market. 

"Second-career counseling" could not provide 
the broad administrative training that would have 
permitted Agency-sponsored reorientation, skills 
updating, and/or "second-career training" for Agency 
careerists. Under the "701" exercise, neither the 
time nor the training were available to the CS 
careerists who wanted to move into smother career 
field. In recognition of this problem, the Chief, 
Outplacement Branch, subsequently recommended that 
a more expansive Agency training policy be approved 
for officers wishing to update skills and specialties 
having second-gareer potential. Following through 
on this Agency -sponsored pre-retirement training 
concept, the Director of Personnel sought the 
opinion of the General Counsel as to whether such 
an arrangement could be accomplished under either 
the Government Employees Training Act or CIA legisla- 
tion. 

I 
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In a memorandum dated 24 May 1965 , — ■ the 
General Counsel indicated it "could not be accomplished 
under the Government Employees Training Act. However, 
since the announced objective of such a training 
proposal was founded in the main on security con- 
siderations ... (they) would permit a decision by 
the Director to establish such a training policy 
and program under his authorities in the two pieces 
of legislation from which the Director secured his 
administrative authorities."* Subsequently, the 
Director of Personnel proposed an expansion of the 
Agency's Retiree Placement and Counseling Program^/ 
find his proposal to the Executive Director-Comptroller 
included a statement that OP would undertake a 
thorough exploration of the Agency's authority 
to sponsor prospective retirees in training programs 
that would provide post-Agency employment qualifications. 

In response^/ , the Executive Director-Comp- 

i 

*. 

troller strongly suggested that such a training 


* 50 U.S.C. 401 National Security Act of 1947, as 

Amended. 50 U.S.C. 403 (a) , the CIA Act of 1949, as 
Amended, 
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proposal should be fully and promptly explored. 
Further, If the Agency could legally undertake such 
a program, the Executive Director-Comptroller noted 
that his sole proviso was, as a practical matter, that 
the Agency would have to guard against creating in- 
equities between those personnel retiring under the 
Civil Service Retirement System and those retiring 
under the CIA Retirement System. 19/ Although the 
invitation was offered, the Office of Personnel 
did not pursue this during 1967, since its retiree 
clients, in the main, were not interested in train- 
ing or, if they were, there would have been insuf- 
ficient lead time for undertaking any lengthy 
training programs. 

While it was also significant that Agency 
management had recognized, possibly a little pre- 
maturely, the continuing need for a "second-career 
counseling" program, perhaps of more significance 
was the impact that this program had on improving 
the external relationships of the Agency. During 
the first, formative years of the outplacement 
program it became apparent that not only Clandestine 
Service staff careerists but also many contract 
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employees, contract agents, career agents, and 


25X1 C 


all after a period of time. With the encouragement 
of the Director of Personnel, the Chief of the 
Outplacement Branch initially handled many of these 
cases "after the fact" in order to get the Agency 
and/or individual out of sensitive situations. 

Administratively, an internal, informal 
Agency procedure was soon developed with the Out- 
placement Branch as the Personnel coordinating unit 
responsible for working with all types of employees 
as well as with representatives of the Central Cover 
Staff and the Office of Security on these matters. 

In the process , all parties learned to "give a 
little" so that the individual would be better able 

i 

to negotiate himself into other employment without 
professional sacrifice or imprudent involvement of 
the Agency. 
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III. Retiree Placement 

As a prelude to a review of the establishment 
of the Retiree Placement Program in the Office of 
Personnel, it should be noted that Mr. Lyman Kirk- 
patrick, the Executive Director, had long been a 
mentor of the incumbent Directors of Personnel in 
encouraging the development of a dynamic and vital 
Agency Personnel Program. Thus, with the CIA Retire- 
ment Act20/ about to be passed by the Congress in 
the fall of 1964, Mr. Kirkpatrick took a marked 
interest, earlier in 1964, in the status of the 
Agency Outplacement Program. His main objective 
was to try to insure that the ongoing program 
would be able to meet such additional requirements as 
might be levied by "early retirees" (mainly 
Clandestine Service careerists) who might be taking 

t 

advantage of the Act's liberal provision permitting 
retirement at age 50.* 


* As early as 1962, proposals for the Agency to 
assume an obligation to furnish employment assistance 
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A review of the Executive Director-Comptroller's 
action memorandum, 21/ the Director of Personnel's 
responses, 22/ and a special study made for the DDP 
indicate some of the difficulties faced by those 
attempting to make policies best suited to the needs 
of Agency retirees. Early in 1964, for example, 
the Chief, , DDP, had employed 

an industrial consultant (a former vice president 
of a medium-sized US concern) to review and estimate 
the retiree placement problems which would be gener- 
ated as Clandestine Service careerists availed 



themselves of the opportunity to retire from the 
intelligence profession while they were still in 
their early 50' s and to undertake second careers. 


25X1 C 


The consultant strongly recommended that industrial 



to emplbyees' separated as a result of retrenchment 
were being made and informally discussed — particularly 
in the DDP, where there was definite recognition 
of this problem. Many employees affected by re- 
trenchment measures then operative had entered 
Federal service late in their careers and had not 
compiled enough service to qualify for normal Civil 
Service Retirement annuities. 
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25X1 A 


The Director of Personnel, by contrast, was 
of the opinion that the already established out- 
placement program could handle the additional 
workload which would result from early retirements. 
(He did recognize, however, the possible need for 
additional staff as the volume increased.) 

Aware of the relative positions of both the 
Office of Personnel and the Clandestine Service, 
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Mr. Kirkpatrick opted for a compromise. Considering 

that the new legislation for Agency retirees would 

present additional challenges, he had suggested that 

the Office of Personnel either augment the existing 

outplacement program or establish a specialized 

retiree placement activity specifically geared to 

handle the unique second-career placement problems 

« 

of the CS careerists. At all times, however, the 
Executive Director-Comptroller made clear that he 
favored centralized control of the Agency's out- 
placement program and opposed the DDP idea of an 
activity independent of the Office of Personnel 
for handling the CS retirees. 

On 2 February 1965, Mr. Kirkpatrick directed 
Mr. Emmett Echols,, Director of Personnel, to 
establish a specialized mechanism within his office 
to provide outplacement assistance to those Agency 
employees who were retiring and would require, or 
desire, post-retirement employment.* The Director 


* The DDP project proposal was officially rejected 
by the Executive Director-Comptroller at the 15 
February 1965 meeting of the Financial Policy and 
Budget Committee, when he announced the Approval 
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of Personnel indicated that without a ceiling in- 
crease the supervision of this expanding function 

Chief, Personnel 


would be assumed by 


Recruitment Division (PRD).* 24/ 

At the same time, the Outplacement Branch was 
also transferred to that organization. Under this 
new functional realignment, the Outplacement Branch 
transferred its "retiree" clients to the C/PRD for 
further counseling and assistance.** The Branch 


of the new retiree placement program under the Per- 
sonnel Recruitment Division. 


* Because of Agency curtailments in recruitment 
in late 1964 and early 1965, the question of whether 
the Staff of PRD would have to be reduced was avoided 
by assigning PRD the responsibility for retiree 
placement. It was envisioned, too, that field 
recruiters would assist with employment search cam- 
paigns for early retirees. The assignment of a senior- 
level Support officer also satisfied those who believed 
that the program required a director of executive 
caliber. 


** uhtil 1965, the Outplacement Branch counseled 
those "over 60" Civil Service retirees who sought 
employment guidance. In 1964, 16 out of 103 retirees 
registered for such counseling. Agency management 
had thus already recognized the need for assistance 
for those retiring employees who would need some 
form of employment in their post-retirement periods. 
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thus continued its employment assistance and second- 
career counseling for all other types of employees , 
while the retiree placement activities became a 
specialized and separate personnel effort. During 
early 1965, the Chief, PRD assumed responsibility 
for the retiree placement program and personally 
counseled the initial group of retiree clients. He 
also organized and directed a specialized employment 
research activity for the upcoming retirees. 25/ 
In-depth research was geared to explore employment 
areas that might be of prime interest to both regular 
as well as early retirees. For example, heavily 
researched were such areas as "franchised" business, 
sales, investment brokering, local chain store 
management, teaching opportunities at collegiate, 
university, and local secondary school levels, etc. 

As an independent personnel program, the 
retiree .placement program was given considerable 
publicity ( Support Bulletin articles* and Agency 
employee notices); and, more importantly, full 


* See Attachments E and F. 
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top-level Agency support. Further, because of his 
organizational location, the Chief, Retiree Place- 
ment (for a brief period, the C/PRD wore this title 
as well as his divisional hat) had direct and viable 
support from active professional field recruiters 
who could assist in locating available collegiate 
and industrial position vacancies.* Probably of 
greatest significance was the fact that those 
counselors involved in the specialized retiree 
placement program had the advantage of being able 
to concentrate their efforts entirely upon retiree 
clients. Unfortunately, outplacement officers had 
been frequently confronted with other crash place- 
ment priorities (involving working against short 
deadlines) which sometimes relegated retiree assis- 
tance to a low priority. 

From a historical standpoint, it would be well 
to emphasize that since the Agency's inception in 

i 

1947, all staff employees had been under the re- 
tirement program of the US Civil Service Commission. 


* See Attachments E and F. 
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While retirement experts recognized that the CSC 
retirement plan was one of the beBt, the Agency 
itself had developed an administrative policy to 
"keep the organization young."* However , the CSC 
retirement plan did not offer any administrative, 
encouragement to the CIA since the CSC' plan was 
restricted to only one mandatory age — seventy. 


While the CSC plan did provide some earlier re- 
tirement possibilities, their selection was entirely 
at the option of the employee. Within CIA, then, 
it soon became apparent that there would be need 


25X1 C 


* This youthful image concept was to become of con- 
siderable concern to the Clandestine Service, and not 
without administrative justification. The development 


In addition, the Agency found that older officers 
tended to "put down roots" in the US as their child- 
ren reached high school age and did not look forward 
to overseas assignments. Others developed health 
problems— either themselves or members of their 
families. 
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for some special CIA legislation that would make 
available early retirement opportunities for the 
Agency's maturing officers. 

The internal retirement philosophy and the 
course of aidministrative events that occurred in the 
Agency are covered in adequate detail in OP-1: 

History of the Retirement Counseling and Placement 
Staff (May 1969) , but the impact of the administrative 
extensions granted by the Agency Retirement Board to 
prospective civil service retirees who appealed their 
cases on hardship or other compassionate reasons, are 
not recorded elsewhere. They usually had a direct 
influence on both second-career counseling and external 
employment assistance programs. It was quite evident that 
the Agency Retirement Board's primary purpose was to serve 
as an appeals board, although it did attempt to encourage 
employees who met the Agency retirement criteria to 
make application for retirement as soon as they were 
eligible. However, when the initial Agency retirement 
policy (and each succeeding policy change which affected 
a group by moving up its retirement anniversary date) 
was established, the Board agreed to extend some of 
these retirees for a year to two because of individual 
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hardships or for other compassionate reasons. In 
each case, however, it was with the understanding 
that the individual employee would continue to seek 
the assistance of the out placement counselor and 
try to find other employment that would augment his 
retirement annuity. 

It soon became apparent that the Agency Retirement 
Board was fairly liberal when such cases came up for 
review and would agree to at least one more extension. 

In view of this , eligible retirees dealt with the 
counselors in a rather desultory manner since they 
were primarily interested in completing a full-term 
career with the Agency, thus becoming entitled to a 
larger retirement annuity. Both the Outplacement 
Branch and later the Retiree Placement Branch were 
somewhat less than- successful in handling such retiree 
clients. To further compound the problem, most 
Federal organizations were simply not interested in 
acquiring older employees unless they were inter- 
national economists, electronic engineers, or had 
other specialties in short supply. 

The passage of the "CIA Retirement Act of 1964 
for Certain Employees" (P. L. 88-643) (See Attachment G) 
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on 13 October 1964 created an entirely different set 
of administrative problems. Although it is a well- 
known fact among public administrators that the most 
successful program managers know what their inputs 
and outputs will ba for apaeifio time periods , the 
CIA "early" retirement input factor was simply lost 
to Agency management control because of its voluntary 
nature. Unfortunately there were a lot of "window- 
shopping" volunteer clients who should have "opted 
out" at the time of their initial contact with the 
second-career counselors but who, in the final 
analysis, did not exercise that option until some 
time later.* As clients of this type were cranked 
into the program's production statistics, the per- 
centage of actual placements naturally dropped. 
Efforts were concentrated on those employees who 
would reach mandatory retirement age within a short 
period of time or who were interested in early re- 
tirement in 1 the immediate future. 


* In January 1970, a review was made by this writer 
of the names of the 1968 and 1969 CIA "early" re- 
tirees. Interestingly enough, a number of 1965-67 
volunteer clients' names appeared on these lists. 
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The CIA Retiree Placement Program was the first 
of its kind in the Federal Government. From February 
1965 until December 1967 it had, seemingly, an 
excellent placement rate— placing 65 out of 157 • 
clients during this period. Although highly qualified 
professional personnel officers handled this program, 
successful external placements were minimal— a major- 
ity of the 65 successful placements were for "in- 
house" projects with the former staff employees 
converting to contract status with definitive pay 
ceilings and year-to-year contractual arrangements. 
Here again the facility with which the employee 
could get an extension (or decide not to opt out 
under the early retirement provision) left the re- 
tiree counselor helpless with respect to getting the 
more reluctant employee client to actually retire 
and seek other employment. 

Reorganization and administrative support 

i 

notwithstanding, the retiree placement program 
failed to induce a wholesale exodus of early retirees. 
In fact, after directing this program for 18 months, 
the C/PRD wrote a lengthy report 26/ (See Attachment 
H) on the post-retirement employment prospects for 
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Clandestine Service careerists (retiring between age 
50 and 62) . Of major significance was the fact that 
although the Clandestine Service had the largest 
number of "early retirees," it had the poorest 
external placement potential. The C/PRD pointed 
out that, for example, US business is not looking 
for 58-year-old recruits, since they have plenty 
of their own candidates for such vacancies, 
including overseas representational assignments (a 
prime interest to retiring operations officers) . 

In the business area, the greatest demand for per- 
sonnel was in domestic and possible international 
ealea work, a career field having rather limited 
appeal to CIA retirees. C/PRD further pointed out 
that in the limited manpower market of Washington, 
D.C. , there simply were not enough jobs available 
for the large number of up-coming retirees who wanted 
to stat in the area. On the more positive side, 
the report indicated that for those retirees with 
advanced degrees and willing to relocate, there 
would be a plentiful supply of collegiate teaching 
posts. Other possibilities included positions in 
the industrial security, finance, real estate sales, 
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and library career fields. The C/PRD concluded that 
the Retiree Placement Service (RPS] should not be 
counted on nor expected to find second-career op- 
portunities for all Agency aspirants . Any placement', 
he went on, at the age levels involved was almost 
an accident of the system. Although RPS was estab- 
lished for the purpose of helping to insure retirees 
a new livelihood, it would be wiser to force retirees 
to accept the conclusion that if they were unable 
to help themselves to find a new career with a 
minimum of Agency assistance, they would have to 
become reconciled to living on their retirement 
annuity. C/PRD's ultimate conclusion was that the 
younger participants {age 45-48) in the CIA retire- 

. i 

ment and disability system should be encouraged to 
consult with RPS well in advance of their retire- 
ment dates regarding the necessity of retreading 
themselves for a new career or planning to live on 

( t 

their annuities after retiring. 

However, in spite of the pessimism of the 
C/PRD, there were other forces within the Agency 
that came to a focus at this time upon the parameters 
of both the retiree placement program and Agency 
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retirement program. On 15 November 1966 the DCI, 

Mr. Richard Helms (a long-time Agency careerist) , 
met with the Executive Director-Comptroller and 
requested that the latter look into the "outplace- 
ment program" and take whatever action was necessary 
to ensure that the Agency had a going and effective 
program. 27/ The Executive Director quickly followed 
through — on the same day in fact--by meeting with 
DDP , DDS, and Office of Personnel representatives to 
discuss possible augmentations to the programs. On 
20 December 1966, the Director of Personnel made a 
presentation of an expanded retiree placement and 
counseling program to representatives of all the 
Directorates; and this group recommended that the 
expanded program be vigorously pursued. This was, 
of course, with the concurrence of the Executive 
Director. More detailed program plans were then 
developed during the spring of 1967, 28/ including 

i. , 

a further refinement of organizational structure, 
development of initial staffing requirements, 
securing a senior CS officer to head the program, 
and obtaining a group of officers detailed from the 
several Directorates to assist in developing specific 
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program segments. This then was the prelude to the 
Office of Personnel's establishment of a Retiree 
Placement and Counseling Staff which reflected Agency 
management's interest in establishing a unified re- 
tirement counseling and second-career counseling 
program of sufficient strength to handle the large 
number of Agency employees who would be reaching 
retirement age during the period 1970-1980. 

-a CS careerist — was 

named Chief of the Retiree Placement and Counseling 
Staff* in June 1967. He and his staff then spent 
the entire summer of 1967 developing plans and 
procedures necessary to the establishment of an 
orderly program of considerable magnitude. In 
addition to a more v sophisticated retirement counsel- 
ing activity, the staff also encompassed the CIA 
retirement system maintenance responsibility as well 
as the CSC and CIA retirement computation activities i 
the merging of the retiree placement program with 
that of the external employment assistance activities; 


* On 13 Dec 1967, the staff was redesignated Re- 
tirement Counseling and Placement Staff. 
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and, finally, the program responsibility for develop- 
ing a variety of retirement seminars.* 


* A detailed summary of the activities of the initial 
21 months of the staff has been chronicled in OP-1, 
History of the Retirement Counseling and Placement 
Staff (May 1969) . . 
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Appendix A 


Chronology: 1958 - 1967 


Date (s ) 

17 February 1958 


1958-62 


1962-65 


Function (s) 

DCI ' s memorandum 
charter authorized 
external employment 
assistance to staff 
employees with meri- 
torious records. 

Director of Personnel 
informally extended 
parameter of out- 
placement program 
until external em- 
ployment counseling 
and assistance were 
available to all in- 
dividuals serving under 
any of the 18 types of 
Agency employment 
arrangements. . 

-"Second-career" 
counseling was made 
available to Agency 
employees affected 
by "701" exercise and 
interested Agency CSC 
retirees . Employment 
assistance continued 
to be fumised to other 
Agency employees. 


OP 

Organizational 
Location 

Office of the 
Chief, Personnel 
Operations Divi- 
sion 


Personnel Oper- 
ations Division, 
Outplacement 
Branch 


Personnel Oper- 
ations Division, 
Outplacement 
Branch 
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Date (s) 


Function Csj 


OP 

Organizational 

Location 


5 February 1965 Outplacement program Personnel Re- 
transferred to Per- cruitment 

sonnel Recruitment Division* Re- 

Division, Outplacement tiree Placement 
program (sans Retiree Branch 
counseling) continued Employee Re- 
as a separate branch, ferral Branch 
Augmentation of re- 
tiree placement program 
through establishment 
of separate program. 

4 

22 December 1967 The Retiree placement Retirement 

and employment refer- Counseling & 
ral programs were con- Placement Staff 
solidated and redesig- External Employ- 
nated as the external ment Assistance 
employment assistance Branch 
program. This program 
was t reins f erred to the 
newly established OP 
Retirement Counseling 
and Placement Staff. 


PRD remained the division’s external designation; 
‘ Recruitment and Retiree Placement Division was the 
Official name for this operation. 
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Appendix B 


Source References Appendix 


1. CIA. CIA/OP/ODP. Memo for record, 17 Mar 58, 
sub: An Expanded Ou tplacement Pr ogram — 


Report of Progress. 


(part of 


agenda for CIA Career Council's 49th meeting, 
27 Mar 58) . 


2 . 


3. 


4. 

5. 


6 . 


7. 

8 . 


9. 


10 . 


11 . 


CIA. CIA/OP. Specialized Acti vitie s Staff 
(History of) 22 Apr 68 Draft. | [ 

CIA/CIA/OP/ODP (1, above). 


CIA. 

sub: 


CIA/IG. Memo for D/Per q fr IG, 11 Dec 57, 
Accelerated Retirement. 


CIA. CIA/OP/ODP. Minutes of 56 th M eeting. 
30 Apr 59, CIA Career Council. | | 


CIA. CIA/ODDS/SA/DDS . Memo for record, 
27 Mar 64, sub: OP Briefing — Personnel 

Operations Division on 26 Mar 64. | 


CIA. CIA/OP/POD/OPB . Outpl acement Annual 
Reports, FY 58, FY 59. .1 

CIA. CIA/ODDS. Support Bul leti n, Sept-Oct 58. 
Outplacement Program, p. 5. | | 


CIA. CIA/OP/POD/OPB. Memo for record, 3 Mar 58, 
sub: CSC Interchange Requirements. | | 

ClA. CIA/OP/ODP. Memo for DDS f r D/Pers . , 

1 Jun 62 , s ub: Civil Ser vice Status for CIA 

Employees. I 


CIA. CIA/OP/OPB. Memo for recor d, 12 Mar 58, 
sub: AEC Negotiations with CSC. I I 


12. USCSC. CSC/AEC. Agreement, 10 May 57, sub: 

Agreement for the Movement of Personnel Between 
the Civil Se rvic e System and the Atomic Energy 
Commission. | | 


25X1 

25X1 

25X1 

25X1 

25X1 

25X1 

25X1 

25X1 

25X1 


25X1 
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13. 

CIA. CIA/OP/POD/OPB. Draft Memo for Ex-Dir. 
fr D/Pers, 7 May 64, sub: Review of Agency 

Outplacement Program. | j 


25X1 | 

md 

14. 

CIA. CIA/OP. (2, above). | | 


25X1 1 

i 


15. 

CIA. CIA/OP/ODP. Memo for DDS fr D/Pers.’, 

1 Jun 62, sub: Civil Service Status for CIA 


1 

< 

25X1 J 


Employees . 



t 

25X1 

16. 

CIA. CIA/OGC. Memo for D/Pers fr General 
Counsel, 24 May 65, sub: Training for Re- 
employment . | | 


i 

f 

i 

i, 

- 

17. 

CIA. CIA/OP/ODP. Memo for Executive Director- 
Comptroller fr D/Pers, 20 Feb 67, sub: Expanded 

c 

* 



Retiree Placement and Counseling Program. | 


25X1 ' 

- 

18. 

CIA. CIA/OExecutive Director-Comptroller. 


, ij 

i 


25X1' 


Memo for D/Pers fr Executive Director, 27 Feb 67, 
sub: Exp anded Retiree Placement and Counseling 

Program. 


■*, < W 


19. CIA. CIA/OED-Comp. (18, above). 


20. US Congress (88th). P.L. 88-643, The Central 
Intelligence Agency Retirement Act of 1964 for 
Certain Employees. Signed 10/13/64. \ " | 


25X1; 


25X1 > 


21. CIA. CIA/OExecutive Director. 3 Action Memos 

for D/Pers fr Executive Director, A-367, 22 Apr 64; 
A-415 , 31 Jul 64; and A-431, 30 Sep 64, sub : 

Review of Agency Outplacement Program. r 


22. CIA. CIA/OP/ODP . Memos for Executive Director 
ftr D/Pers. 18 May 64 - response to A-367, and 
18 Sep 64 - response to A-415 , sub : Review of 

Agency Outplacement Program. 


23. CIA, CIA/DDP/OS. Memo for D/Pers fr C/Opera- 
tional Services, 9 Feb 65. Transmittal memo 
forwarding the DDP Project Outline for "A 
Program to help certain resignees and retirees 
from the CS to start on a second career.” I 


25X1 1 

ij’ 


25X1 ! 


25X1 
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24. 

25. 

26. 


27. 


28. 


CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr 

C/Retiree Placement Service/ 23 Feb 65/ 

subt Retiree Placement -— Progress Report. [ | 


CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr c/ RPR 
19 Mar 65, sub: Retiree Placement Planning. 


CIA. CIA/OP /PRD. A Report fr C/PRD, 21 Nov 66, 
sub: A Review and Recommendation Pertaining 

to Post-Retirement Employment Prospects for the 
CS, Careerist . (Dist. showed D/Pers as recipient.) 


□ 


CIA. 

(18, 


CIA/OEx ecutive Direc|: or-Comptrr>n «r 
above) . 


CIA. CIA/OP/ODP. Memo for DDS fr D/Pers, 
6 Mar 67, sub: Expanded Ret iree Placement 
and Counseling Program, 


CIA Administrative records collections subjected to 
review and analysis (although not cited in this 
history) included: 


CIA. 


CIA. 




CIA. 


CIA/OP/POD/OPB 


CIA/OP/PRD/RPS &EAB 


CIA/OP/RD 


- Annual Program Reports 
(Drafts) for F Y 1958 - 
FY 1965. I I Outplace- 
ment Corr espon dence 
files, 1958-1964. I 1 


- Retiree Program studies 
and corre spon dence 


1965-67. 


External 


As s i s t an ceEr an ch 
^correspondence 1965-67. 


- Hietorioal Study on 
Retirement Policies 
and Praatiaee Oc tober 
1967 (Draft), 


25X1 

25X1 


25X1 

25X1 


25X1 

25X1 

25X1 

25X1 

25X1 
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CIA. CIA/OP/ODP 


- Minutes of the CIA 
Career Council's 49th 
meeting, 27 Mar 58. 

1 I (Reporter's rough 
araft transcription.) 


25X1 
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ER 10-608 


Attachment A 


■■ MEMORANDUM FOR: . Deputy Director (Coordination) 

- Deputy Director (Intelligence) 

Deputy Director (Plans) 17 Feb 1958 

^ '' Deputy Director (Support) 


SUBJECT: 


Personnel Selection Out Procedures 

a 





STAf 


1. In the management of the Agency's mission, we must have a continuing 
awareness that the vital objectives to which we address ourselves cannot be 
fully met unless each individual in the Agency is making a real contribution. 

Our personnel policies must reflect a similar awareness in keeping pace with 
what will be the requirements and tests of the future. We were forced to 
Increase our personnel at too rapid a rate during the period of the Korean 
War. Accordingly, I am approving certain procedures the purpose of which is to 
identify and release from employment persons whose effectiveness is substandard 
(that is, persona who cannot meet Agency standards of work efficiency or conduct). 
Considerations of fairness to the individuals affected, the impact on Agency 
jjiorale, the position of the Asency in relation to the Inevitable external pressures 
generated in behalf of the persons identified and released imnocc upon the Agency 

a high responsibility to exercise this program with painstaking objectivity. 

The procedures established ore those designed to assure judicious and careful 
deliberation on all cases. 

2. The procedures for identifying personnel for selection out, i.e., 
termination of employment, comprise the foilwing principal elements: 

a. Deputy Directors and Heads of Career Services are responsible 
for identification of personnel who should be selected cut in the 
interests of the Agency's programs, operations, and activities. Deputy 
Directors and Heads of Career Services will insure that the formal 
reviews for such identification, as described herein, are completed 
within ninety days from the datev of this memorandum, and that similar 
reviews will be conducted annually thereafter. In addition to formal 
reviews for identification of personnel who should be selected out , 
each Deputy Director and Head of a Career Service will automatically 

, advise the Personnel Office of an individual who fails to meet Agency 
standards at the time that failure is first noted. 

b. For assistance in carrying out this responsibility, Deputy 
Directors and Heads of Career Services have available the existing 

• advisory mechanisms of the Career Service Boards and the Competitive 
Evaluation Panols which are used to review candidates for competitive 
promotion In the gra des (currently GS-9 through GS-15). specified in 

Review of the qualifications of personnel below 


these grades for selection out purposes will be accomplished by the 
Heads of the Career Services in collaboration with the operating 

Of«M n^nld BCannnvfh'lA +■ r» nev^nwnsnfa. 
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c. When the advisory services of the Competitive Evaluation Panel 
are used in order to assist in the identification of personnel for selec- 
tion out, the action of the Panel may consist of a listing of personnel 
in the Career Service arranged in rank order by grade according to those 
vhose cases most warrant action for release from Agency employment. 

d. General questions of suitability, effectiveness, or potential 
of an individual will automatically occasion review of his case under 

. these procedures. Additionally, Deputy Directors end Heads of Career 
Services will revievr carefully the records of persons whose promotion 
progress has slowed down. Because of the nature of the many tasks 
performed in the Agency, it is to be expected that a considerable number 
. of valuable employees will repeatedly come under review when this cri- 
terion is applied. The continued employment of a number of these 
. individuals, despite the fact that they are not promoted, in no way runs 
counter to the objectives of these procedures. 

e. When Panel review of cases is requested by the Deputy Director 
or Head of the Career Service, the results should normally be communi- 
cated to the Deputy Director or Head of the Career Service through the 
appropriate Career Service Board. If the recommendations of the Board 
vary from the report of the Panel, the Deputy Director or Head of the 
Career Service should be apprised of such differences when they occur. 

f. When a Deputy Director or Head of a Career Service decides 
to propose an individual fer selection out, he will insure that the 
person concerned is informed of this decision and the reasons therefor. 

In formulating this explanation he will consult with the Director of 
Personnel for the purpose of determining whether the action falls in 
the category of cases of inefficiency and/or unsatisfactory conduct, 
or if it stems from the individual's lac£ of qualifications for con- 
tinued employment in the light of the Agency's staffing needs. 

g. After the individuals concerned have been notified in accord- 
ance with sub-paragraph f., above, the names of personnel proposed bv 
Deputy Directors and Heads of Career Services for selection out will be 
conveyed directly to the Director of Personnel for action leading to 
separation or consideration for further training and transfer to other 
components and/or reduction in grade. 

3. The Director of Personnel will conduct a review of all cases 
received pursuant to paragraph 2g., above. When the Director of Personnel 
concurs in the proposed separation, he will notify the Deputy Director or 
Head of Career Service concerned and arrangements will he made to effect sepa- 
ration in accordance with the formal procedures given herein, or to accept the 
individual' 8 resignation, and (in meritorious cases) for assistance In obtaln- 
other employment. . 

2 

CIA INTERNAL USE ONLY ■*, 78 

Approved For Release 2003/02/27 i CIA^RDP90-00708R000200160001-0 



' urn iKftiiiiHL uol w 

Approved For Release 2003/02/27 : CIA-RDP90-00708R000200160001-0 
SUBJECT: Personnel Selection Out Procedures 


4* The Director of Personnel vill notify those employees against whom 
formal separation procedures ore to ho invoked of the action proposed and the 
provisions for appeal. Since tho separation is necessary and advisable in 
the interests of the United States, tho Director of Personnel will recommend 
to the Director in appropriate cases that he exorcise the authority granted 
him in section 102(c) of the national Security Act of 1947, as amended. 

Persons selected for separation under these procedures will be informed in 
writing of the final decision of the Agency to effect their separation. The 
effective date of such separation shall be not less than thirty days following 
receipt of tho notice of final decision. 

5. A limited number of additional copieB of this memorandum may bo 
obtained from the Director of Personnel by Deputy Directors who desire such 
copies for Heads of Career Services and other officials directly participating 
in tho personnel reviews outlined above. 


Allen W. Dulles 

• Director of Central Intelligence 

OD/Pers/GMSTewart:val (24 Jan 58 ) 

Distribution: 

2 - Each Add 
1 - DCI 
1 - ER 
1 - DEC I 
1 - D/Pers 

1 - D/Pers (Stayback) 

1 - Gen Coun 
1 - Inspector General 
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SUPPORTT BULLETIN 
September - Ootobor 195® 


■ ■** ‘ £ J . 




OUT-PLACEMENT PROGRAM 

The Out-Placement Program was estab- 
lished last February to provide guidance and 
. assistance to Organization employees who 
have either become surplus to our program 
needs or who for personal reasons feel that 
j a long tenure with the Organization would not 
be beneficial to either themselves or the 
Organization. The primary administrative 
objective behind the Out-Placement Program 
Is to assist well-deserving employees to make 
an orderly transition from our service to other 
fields of employment. 

Types of services furnished by the Out- 
placement Branch are: (1) external employ- 
ment guidance in terms of current job oppor- 
tunities in Federal, state, and local govern- 
mental units; international organizations; 
universities; and private industry; (2) assist- 
ance in developing job resumes and appropri- 
ate employment data consistent with Organi- 
zation employment status; (3) arranging for 
internal security and cover clearances, as 
required; and (4) arranging for specific exter- 
nal employment referrals and interviews. 

Although the current labor market is, and 
has been, fairly tight, a number of successful 
out-placements have been made by this activ- 
ity, largely through the efforts of the Out- 
placement Branch In diagnosing transferrable 
skills of Organization employees and matching 
them with jobs In the same or related fields. 
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SUPPORT BULLETIN 
Fobruary I960 


OUT-PLACEMENT PROGRAM 

The out-placement program was established 
to counsel and assist selected employees in 
seeking employment outside the Organiza- 
tion. This program was recently expanded to 
make these services available to personnel 
who plan to apply for retirement as soon as 
they qualify for annuities or who simply de- ■ 
sire employment in other lines of work. 

Since the start of the program In 1958, 
many junior, intermediate, and senior offi- 
cials have been assisted in finding other em- 
ployment. Such assistance is made possible 
by compiling and keeping current as much 
Information as possible concerning actual and 
planned openings in private industry, other 
Government units, international organiza- 
tions, and educational and research institu- 
tions. Also, interested employees are assisted 
iij planning their contacts with prospective 
employers and in preparing and clearing job 
rfeum^s. 

Good, out-placement results cannot always 
be assured on short notice. Therefore, indi- 
viduals who Intend to transfer to other em- 
ployers should contact the out-placement staff 
well in advance of the time that such employ- 
• ment should or must be located. Early action 
is particularly important for occupational 
fields, such as university teaching, in which 
hiring commitments are made mainly on a 
cyclical basis. 
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Washington, D. C, 


AEC ANNOUNCEMENT 110. 9 


. ’ May 31, 1957 ’ ' 


AGREEMENT FOR TIE MOVEMENT OF PERSONNEL 
BETWEEN THE CIVIL SERVICE SYSTEM 
AN1) THE ATOMIC ENERGY COMMISSION 


TO: All AEC Employees 


You were recently notified of the agreement approved by the Atonic Energy 
Commission and the U. S. Civil Service Commission for tho movement of 
personnel between the Civil Service system and the AEC merit system, ef- 
fective June Vi 1?57» Because of its interest, importance, and fcenofit 
to all AEC employees, the full text of the agreement is being distributed 
by means of an attachment to this memorandum* 

This agreement will broaden the career opportunit5.es for Federal onployees, 
and make it easier for them to move between tho competitive Civil Service 
and the AEC merit system. Specifically for AEC employees it vrj.ll mean 
they can transfer to positions in the Civil Service system and acquire com- 
petitive status on a non-competitive basis under the conditions of the 
agreement. At the same t5.me, this mobility will make employment under the 
AEC merit system even more attractive - a fact you should point out in dis- 
cussing advantages of AEC employment with persons who. may be interested. 

The basic framework of AEC 1 s independent merit system, of course, remains 
unchanged* 

Any questions you may have concerning the provisions of the agreement should 
be discussed with your personnel office* 

Attachment 
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BETWEEN TIE CIVIL SERVIC SB SYST) 

THE ATOMIC ENERGY COMIISSION 
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In accordance with the authority provided in Section 06.7 of the. Civil 
Service Rules, employees serving in positions in the Atomic Energy Commission 
may bo appointed to positions in the competitive civil service and employees, 
serving in positions in the competitive civil service may bo appointed to posi- 
tions in the Atomic Energy Commission, subject to the following conditions! 

1« Typo of appointment held before movement . 

Employees of the Atomic Energy Commission must be serving in con- 
tinuing positions under ABC regular appointments (excepted) or AEC 
regular appointments (excepted) (conditional)* Employees in the com- 
petitive civil service must be serving in continuing positions under 
career-conditional or career appointments. 

2. Qualifica t ion require m ents 

Employees of the Atomic Energy Commission must meet the qualifica- 
tion standards and requirements for the position to which they aro to 
bo appointed in accordance with the instructions in Section 10 of Chap- 
ter X-l of the Federal Personnel Manual. for transfer of employees within 
the competitive civil service. Employees in tho competitive service 
must meet the regular standards end requirements established by tho 
Atonic Energy Commission for appointment to the position, 

3. length of service requirement 

Employees of the Atomic Energy Commission' must have served con- 
tinuously for at least one year 2/ in the Atonic Energy Commission before 
they may be appointed to positions in the competitive civil service 
under tho authority of this agreement. Employees in the competitive 
civil service must have' completed the onc-year probational periods re- 
quired in connection with their career-conditional or career appoint- 
ments in the corpetitivo service before they may bo appointed to posi- 
tions in tho Atomic Energy Commission under the authority of this 
agreement, 

ii« Selectio n i 

Employees of the Atomic Energy Commission may be considered for ap- 
pointment at the discretion of an appointing officer for positions in 
the competitive civil service in the same manner that employees of the 
competitive service may bo considered for transfer to such positions. 
Employees in the competitive service may be considered for appointment 
to a position in the Atomic Energy Commission on the. basis of their 

T7 This" one year must bo immediately preceding the transfer* 
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qualifications for the positions to to filled without regard to the order 
of selection vrithin qualification categories provide, d fox’ in the special 
plan approved by the Civil Service Commission for the Atomic Energy Com- 
mission under Section 21*11 (c) of the Civil Service Regulations. 

5. Type of a ppointment granted after movement 

Employees of the Atomic Energy Commission who ax’e appointed to com- 
potitive positions under the terms of this agreement will havo career 
or caroer-conditional appointments, depending upon whether they moot 
the threo-year service requirement for career tenure. Tho principles 
on pages CU-U2 et. seq. of the Federal Personnel llanual will apply, 
except that service which commences with an AEC regular appointment (ex- 
cepted) ox* an AEC regular appointment (accepted) (conditional) will be 
acceptable toward meeting the service requirement. Employees of the 
competitive civil service who are appointed to positions in the Atomic 
Energy Commission under the terms of this agreement will receive AEC 
i*egular (excepted) appointments or AEC regular (excepted) (conditional) 
appointment®., depending upon tho length of service requirement estab- 
lished by the Atomic Energy Commission for such appointments. 

60 Probati on ary and trial periods 

Employees who are appointed under this agreement will not be re- 
quired to serve new pro bationary or trial periods. 

7« S tatus 

Atomic Energy Commission employee? who are appointed in the com- 

patit5.ve civil service under., the terms of thj .3 agreement vri.ll receive 
competitive civil service status. Thereafter, such employees will bo 
entitled to the benefits and privileges provided by the Civil Service 
Commission's rules, rogulati.ons and instx*uctions for persons having a 
competitive civil service status. Employees of the competitive civil 
service who are appointed by the AEC under the term 3 of this agreement 
will havo whatever privileges are normally provided by the AEC to persons 
who initially 'receive AEC regular (excepted; or AEC regular (excepted) 
(conditional) appointments in that agency. 

8 . Effective date " ” ' ' * 

t • • 

This agreement shall become effective thirty days from the date on 
which it is approved. 


84 ' i 

Approved For Release 2003/02/27 : CIA-RDR90-00708R0002001 60001-0 .. { 

' i 

VO 114907 * 



Approved ForiRelease 2003/02/27 : CIA-RDP90-00708&0002001 6000.1-0 

- 2 - \ 


. S-E-C'-R-E-T 

Approved For Release '2003/02/27* CIA-RDP90-00708R00p2001 60001 ttaehment 3 


5- February 1965 


C/PRD MEMORANDUM FOR: Professlonal’Recrulters (FY 65-32) 


SUBJECT 


Out Placement Function Transferred 
to PRD I 


. 1 . " The Agency's Out Placement function was made my 
ocjY'i A responsibility on 2 February 1965 . The Out Placement Branch 
ZbXIA (oPB/ROD),, with | now serving as Chief, OPB/PRD, 

** will report directly to C/PRD. 7 .. .... 

■ 2. With the Imminent and continuing heavy Impact of the acceler- 

“* oted retirement program generated by enactment of the Agency's Early 
Retirement legislation, I will be Involving myself largely In the retfroe- 
place ment program a s distinguished from the other out-placement actions 
OCVl . « a whlchl branch will continue to handle. 


25X1A wr,,cn l jorancn whi continue to nanuie. 

: 3, The Director of Personnel will designate a Deputy for 

Retirement Placement to assist me, but he will not function In the 
command line to OPB/PRD. . , 

'• . - * ’ i • * * 

l ... 

■ 9 ^ » ' ' , .... 

25X1A ' 4. I am asking to divorce himself completely 

irorr. Recruitment In order .to serve as my Special Assistant for 
md Rotiromenl Placement Research. His research wtil be undertaken 

' 'Immediately with the view to readying and keeping current a Continuing- 
Employment Prospectus for every possible field of endeavor In which 
^ ‘ we might logically be seeking to place Agency retirees (Education, 

Alumni Activities, Professional Societies and Associations, State and 
Local , Government, Trade Associations, Domestic and Foreign Com- 
merce and Industry, Foundations, Real Estate, Banking, Securities, 

’. ©t cetera). While his studies will focus on opportunities for the retiree 
age group,' they obviously will serve the entire out-placement service. 


’ *5i • Effective ! 5 February 1965, 


Is designated 


Deputy for Recruitment. He will have no placement responsibilities, 
“ no function In the command line to WRO. 

L • . ... ... 

M ••••*' " . ■ •. Q p Group 1 

O □ Excluded from auto- 

OVER . . _ _ matfc^downaradfno 
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6. Organizationally, 'you will have two Immediate supervisors: 
for their separate and Independent functions, my. Deputy for Recruitment 
and my Deputy for Retirement Placement. Obviously, the latter 
responsibility has been’ lodged with me’ because the PRD 'field establish- 
ment comprises a staff of Personnel Representatives Ideally situated . 
and Individually . qualified to manage effectively the field facet of* this task, 
which, purely and simply, ;_ls..tho’’ whole job - — each man In hfs own "J* . 
territory working his way Into the corporate ahd other hierarchal . 
levels, at which the decision, to employ Is made .' of His totaf territorial 
community. £hd its non-publlci-.. quosl-public,- and public sectors.. 

i • * •* i >f , i •* * i 

• •. *. * • , •*. . V - ■ *. ‘ . C 

7, ...Your added assignment, therefore, for all practicable purposes 

will be the placement 1 of. the retiree In tho"city of his choice. Be. 
counting and courting your community assets as' they peak up In this 
new content. .f.-.Vpu will. -find ; this added mission to your portfolio 
challenging. and> rewarding •responsibility; f do’J . FurtHehHiohe, _l,’arji , 
certain you can see, In, this added workload a ^Heater amount of ’ 
security and stability, respectively, as regards the recruiter In the Job 
and his territory remaining within ‘reasonable perimeters. Guidance . 

will follow.- .What you hear new.. Is! Planning. u : .... , ,* 

” . , . — —i • • • v : '>■ '* •■>»'* »• s >•**•’ 

Vl • • !■ ' "• 

♦ * . * 

• . v' i‘. , • 

\, 0 - it f' i* • ' 'ft ( 

,.i.A .. a,.--. * A . .... i '< . a ’ *,*• ,, ' ' .. r „. , , l . 

■ • >,J ’ x.'r. rf.t.-.j.f \'w v.wy./ •-.*.», ** :w:.qn utf. 
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/V • 
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•25X1 A 


• * % m 


to JpVfD. 
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C/PRD MEMORANDA FOR: All Recruiters (FI 65-44) 

• • 

•SUBJECT t Organization 


y 

1 


1. As you have probably noticed, we have been going through the throes 
Of nomenclaturitis, but we have settled on the following: 

*• * * 

a. Internally, the Division will be known as the Personnel 
Recruitment and Retiree Placement Division (PRRFD). This is such a 
mouthful, however, that the Chief will function externally, and to some 
extent intern ally , as Chief, Personnel Recruitment Division end Chief, 
Retiree Placement Services, ' 


| 


25X1A 

* 

. 25X1A 
25X1 A 

|25X1A 


b. Recruitment will be constituted as a Branch under| 
as Field Recruitment Branch (FRB). 


25X1 A| 


o. The Was hington Recruitment Branch (WR0) will remain under 


d. 


old Out Placement Branch will be designated 


Employment Referral Branch (ERB). ^'Jff 

e. The retiree placement activity will function as the Retiree 
Placement Counseling Staff- (RPCS). 

2, The rend ering of Fitness Reports for Field Recruiters will be the 


25X1 


It 


myself, as the command line. RPCS, however. 


responsibility of 

will have a direct liaison channel, as will ERB, to all Field Recruiters, 

3. I see no complications that should arise from this arrangement. I 
|| already have started a separate series of c/RPS memoranda for instruction, 

guidance, and Requests for your assistance in the placement field. Some of you. 

F ,, already have started to feed me good ideas on the placement of retirees and 

younger resignees. Please keep this material coning my way. We never know 
where the next good idea is going to be generated in this field. It is a 
bouncy business end we are going to have our ups end downs, but we are learning 
that our retirees are "marketable" at almost any ege if we hit the right 25X1 A 

combination. 


i « 


y 

y 
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Crosspatch. A Freudian analysis of old 
Crosspatch might reveal that as a small boy 
he was tyrannized by an older sister, or maybe 
his wife gives him a hard time. At any rate, 
he likes to take out his resentment on the 
poor secretary. He blames her for the in- 
correct address which he rattled off. He 
doesn’t accept responsibility for his own poor 
grammar and sentence structure, gripes about 
the punctuation although his old-fashioned 
rules went out twenty years ago, and makes 
heavy handed corrections in ink on smooth 
copy and thus precludes an erasure. 

The Crosspatch dictator should remember 
that this business of dictation is a team Job 
and as captain of the team he should: 

— Encourage his teammate to ask ques- 
tions. 

— Explain the nature of the project to 
her; don’t expect her to do the Job in 
the dark. 

— Compliment her for a job well done. 
She' appreciates encouragement. Let 
her know that you are grateful for her 
efforts. 


READY TO RETIRE? 

One of the more obvious observations to be 
made about early retirement is that the mid- 
career mark of th^e employees affected is 
moved in as much as ten years, closer. 

The Career Services and components con- 
cerned with the shortened service span of 
employees are certain to be changing theli 1 
career management concepts. The careerist 
himself, now in or nearing the zone of early 
retirement, cannot help viewing his new 
status with scrambled emotions. Overnight, 
he has caught the first glimpse of his career’s 
fading light — ancl he hadn’t exactly planned 
it that way. 


It is a good question whether one is really 
ever ready to retire. For most, our work has 
a certain sentimental appeal that leaves one 
emotionally unprepared, even though econom- 
ically equipped. On the other hand, if one 
is unprepared economically, the emotional ad- 
justment can involve more than nostalgia. 

The rare individual who is both economi- 
cally set and emotionally reconciled to retire 
gracefully, and stay retired, needs no sym- 
pathy from us. Our sympathy is reserved for 
the retiree who can go it alone economically 
but has no place to go, or lacks the will to 
go, or both. In still a third category, how- 
ever, by these yardsticks, is the retiree whose 
economic situation is such that sympathy will 
not close the gap between his retirement in- 
come and the ongoing cost of living. Rather 
than sympathy, this retiree needs a second 
career. Early retirement, in the old-fash- 
ioned, grandchildren-around-the rocking chair 
sense, makes no economic sense whatsoever, 
no matter how much he may wish it did. 

With the second-career retiree uppermost 
in mind, headquarters is strengthening its 
Office of Personnel out-placement program to ; 
help bridge the distance between Organiza- 
tion retirement and continuing employment 1 

after retirement. i 

Research is being undertaken to determine ; 

and keep current the employment opportuni- j 

ties available to Organization retirees in all ■' 

of the non-public, quasi-public, and public f 

sectors of American society. Both domestic I 

and foreign employment possibilities will be \ 

continuously studied and sought out for our [ 

retirees whose skills and talents fill the bill, | 

or can be sharpened sufficiently by retraining \ 

to make them truly competitive. ? 

These studies are progressing with the con- j 

. fidence our retirees possess basic qualifications 
readily marketable in the mainstream of 
American life, or which can be made market- 
able by reinforcement through refresher \ 

training or education. As these markets are ! 

identified, our retirees will recognize, of 
course, the type and amount of self-help they j 
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must contribute in their own behalf, whether 
in the form of reading, home study, or formal 
schooling or training. 

Self-help, certainly, is the secret of success 
of any retiree’s finding suitable, satisfying em- 
ployment to call his -second career. Head- 
-quarters can help by -pointing out the possi- 
bilities and making the first "pitch” by way 
of a solid recommendation, but the individual 
must sell himself, or herself. 

Ideally, the future early retiree will be 
aware of his retirement date sufficiently in 
advance (three to five years) to let him arrive 
at that destination with a clear picture of his 
next career — assuming he has prepared in- 
telligently for it in the meantime. 

Headquarters is exploring the mechanics of 
such on-the-job and off-the-job assistance as 
it can legally contribute to whatever prepara- 
tion the individual is making personally. It 
would be premature to suggest here what this 
assistance may amount to in any individual 
case, but, importantly, it is being examined in 
an environment of enlightened personnel 
management. 

Regional representatives of the. Director of 
Personnel, for retiree-placement activities, al- 
ready are established in several major .cities 
throughout the United States. This has come 
about by the merging of the Organization’s 
expanded Out-Placement function with its 
existing Personnel Recruitment function — 
providing a staff of senior, experienced, profes- 
sional recruiters whose local and area con- 
tacts have long been employed to pave the 
path for deserving employees seeking a change 
of Job scenery. The recruiters’ efforts in this 
area will now be formally recognized and in- 
corporated on an equal footing with their re- 
cruitment responsibilities. While their re- 
tiree-placement duties will not demand equal 
time with their regular recruiting schedules, 
these new duties will call for considerable up- 
dating of job possibilities in the recruiter’s 
territory and the cultivation of new corporate 
and other community friendships to which 
the recruiter can turn in seeking to assist the 
retiree to resettle in the city of his choice. 


Moreover, a roster of employers whose execu- 
tive officials are favorably known by Organi- 
zation officials will be maintained as the re- 
pository of prime lead sources to whom the 
latter can turn in recommending a fellow em- 
ployee. 

The Office of Personnel will continue to pro- 
’ vide counselling insofar as accurately project- 
ing what an employee’s retirement income will 
be, and calculating the revised costs of health 
and life insurance plans he means to continue. 
Armed with these data, three or four years 
before the fact, desirably, the employee con- 
templating a post-retirement second career 
should check out his credentials and aspira- 
tions with Chief, Personnel Recruitment Di- 
vision. PRD will have in readiness a "Pros- 
pectus for Continuing Employment in Sec- 
ondary and Higher Education," merely as one 
example — but documented, state by state, as 
to teacher certification requirements, starting 
salaries, fields in which a particular state is 
experiencing teacher or administrative short- 
ages (as opposed to the teaching fields in 
which overcrowding may be predicted), et 
cetera. 

As to other fields in which you would like 
to see a prospectus, you name them and PRD 
, will perform the research, and provide the 
contacts. Here again, you will want to get 
your feelers out well in advance of retirement. 

The field of education is cited advisedly be- 
cause many of our careerists can qualify in 
this area after a minimum of refresher train- 
ing. Further, for the long-range planners, 
the retirement age in most States is 70. 

Other logical fields in which a separate 
prospectus will be prepared and maintained 
up-to-the-minute include banking, trade as- 
sociations, professional societies and associa- 
tions, alumni activities, State and local gov- 
ernment, real estate, securities, foundations, 
and franchising. 

Additionally we eventually hope to have 
influential tics with American business con- 
cerns and industries, both those which operate 
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domestically and those which do business or 
have investments abroad. 

Wc mean to throw out a very wide net — 
especially since learning of a museum seeking 
an administrative officer, a firm seeking an 
administrative officer, a firm seeking an Or- 
ganization-experienced officer to be its as- 
sistant to the president, and a large concern 
operating abroad which aims to fill one of its 
positions with an Organization man of ex- 
ecutive caliber. 

But getting back to the business of self- 
help, a retired Army officer now teaching col- 
lege math has this to say: “I was one of eleven 
. retired officers studying at Duke University 
for a Masters degree in teaching math. To- 
ward the end of the course we all looked for 
a job in a field where vacancies are plentiful. 
We all sent out resumes and we all visited 
various colleges. No one found a job by mail- 
ing resumes. All of us found jobs in the 
colleges we visited. While I think good re- 
sumes arc important, there is nothing like per- 
sonal contact with prospective employers.” 

Another retired officer stated, "Resumes are 
over-rated. I sent out 50. Received answers, 
but no positive leads.” A third retired officer 
ottered this advice: "Take any job in a field 
you know the most about. If you have what 
it takes to advance, you’ll do so; but don’t 
try to start at the top. Personal contacts 
can be good or bad. Be sure the person you 
know thinks highly of you.” 

In a world in which life reputedly begins 
at 40, the inner world of the early retiree is 
one in which his fii'st career can end a few 
years later. By this reckoning, give or take 
a year, the time to start thinking seriously 
about a second career would be at age 45. 
Many of today’s 20-year military retirees, both ’ 
employed and unemployed, insist that a better 
■ time to be planning a second career would be 
at the very outset of one’s first career. We 
buy thte provided it isn’t overdone — as in the 
case of the employee who, when asked when 
he started working for his present company, 
replied, "The day they threatened to fire me.” 


PROGRAM EVALUATION 
AND REVIEW TECHNIQUE 
(PERT) 

PERT was specifically designed in the mid- 
50’s to expedite the Polaris missile system and 
has been credited with having cut two years 
off its development timetable. 

Defense and industry got. their first look at 
PERT when Navy’s Special Projects turned 
out a Polaris firing nuclear submarine years 
ahead of schedule using a topnotch manage- 
ment staff and this dynamic management 
concept. 

PERT was developed by the Navy for its 
Polaris program to provide a fast, computer- 
ized management tool to aid in the planning 
and evaluation of progress in the development 
of the weapon system. 

PERT is a management tool. It provides 
the manager a useful, systematic method of 
planning, scheduling, and monitoring his 
project or task. PERT do.es not do this auto- 
matically, nor does it guarantee that a project 
will achieve its objectives within cost and 
schedule goals. However, it does provide a 
discipline that significantly aids identification 
and correlation of all project elements, thus 
reducing the possibility of overrun or slippage 
* due to oversight. The PERT system is char- 
acterized by simplicity, flexibility, and predict- 
ability. It may be applied to a wide variety 
of projects ranging from short duration, low- 
cost tasks to large, complex development pro- 
grams spanning several years in time and in- 
volving many contributors. It assists materi- 
ally in managing eflort applied toward proj- 
ect objectives. The impact of current statu s__ 
on future plans is also reported, thus provid- 
ing the manager with the capability for an- 
ticipating future problems in time to'take'" 
corrective action. 

Even though PERT is looked upon by some 
as just another management gimmick, it is 
the only system that provides managers with 
instant information in the achievement of 
current objectives. It is the only system 
which allows the manager to see what effect 
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,'liul. which I lictl't,' lit likely l« In' luenr- 
ji, , ruled in i<n .,,■ rr..r!in;i ,,f mir Inventory In 
l!n* Tin mi'. ' 

Wli.i » rv.'f It •i T’rni'ii !•> i hr nlrplnnc? It 
ha* grown in n:ip.*rluii,:o In our nclirrnt-pur- 
yMrr f.'rrrr. V.'ltal '.vill 1».’< I*p*'1i7 Tlmt do- 
prints iirc'ly « "t lw» n Job you do hi 

mate hit? aitv: .ft mote rrh.'blc, economical, 
and cr.octlvc. 


CKNTRAL INTI'XLIfl l-'NCE AOF.NCY 
nFlir.KMF.NT ACT OP 130-1 FOR 
CURTAIN EMPLOY El« 

Mr, MANSPIELIJ. Mr. President. I 
ird: tutnnitiiuiiS ci'itiviil thsit Hie Senate 
Imoci'ocI to tin.' ri’thidorntion ol Citlcit- 
thtr No. IWti. II I!. i',427. 

Tin’ Pill '.MIDI NO OFFICER. Tho 
bill will be rlnli'd by title. 

The I.tr.i.-LATf.i: CiT'sic. A bill <11. R. 
8127) to pmvldc fur Uie cslnbllslmtciit 
unit niitltiti’itotiee of tt Central Inirlll- 
r.ettcc Agency iicllrcnirnt olid Disability 
System for a lint Ued ruintbcr of em- 
ployees. ni*.<l for other purposes. 

Tile PRESIDING OFFICER. Is there 
objection to the lur-unt cniistrtcrntlun of 
the bill? 

There brluit no ob.iiTlU'ii lho F,e»fito 
lirnerr cirri t.n ronnltltT the hill, ivhlch 
hud been niuuti'd noth I In* Ciunmlltets 
on Anitiil I Vrvhvi. v.itli tut niiti'inlini.'lil, 
to strike out nil alter the rimrllii': I'Ulttoo 
noil lore rt: 

TTTLT: I — TITTX ANII pr.riNITIONS 
Part A— Title 

Bee. 101, nils Act may bo cited ns the 
"Central Intel', l,:cr.cc Aeei.cy Retirement Act 
of 1001 fur Cirtatn Employees". 

Part B — D e /In I tie ns 

Sr.c. 11 1. When used In this Act. tho term— 
(t) "Agency" means tho Ccr.trul Intelli- 
gence Ai'en-'y; 

(3) "Director” means the Director of Cen- 
tral intelligence; and 

13) "Qualifying cervlrc” means service 
performed at a participant In tho system 
or, In tho rn«c of :crvlro prior to designation, 
icrvlcc doicrmlncd by the Director to havo 
been perform'd In carrying out duties de- 
scribed in section 203. 

title it — tiii: ccntu.m intcU-iuence agenct 

BETIRIMCNT AND OISABlLriT SYSTEM 

Aarf A—EstabUs>imcnt 0} system 
Rules and Regulations 
- “See. 201. (a) The Director may prescribe 
rules and rcgiiln'lonn for lho establishment 
and maintenance of a Centred Intelligence 
Agency retirement mid Dirablllly System 
for a limited number of employees, referred 
to hereafter ns the ay: tern; such rutea and 
regulations to become elTcctlvo alter approv- 
al by tho chairman mid ranking minority 
' members of the Armed Services Committees 
of tho llmec nmt Senate. 

(bl The 1)1 red nr Hlmll ixlmlhlvler tho syn- 
trm in m'fiiKlaiw'o tvtili iiueh nileii mid tvi;ii* 
lalluna olid wltli lho principles oalnbllihed 
, by thin Ad. 

(o) lit' the Inlcrcatn of the neurit y <>f llio 
foreign litlcljlgctu'c activities of the United 
States and In order further to Implement 
the proviso of rcctlou 102(d)(3) of tha Na- 
tional Security Act ot 1017 aa amended (SO 
U.S.C. 433(d) (3>), that the Director of Cen- 
tral Intelligence shall be responsible for pro- 
tecting Intelligence sources and methods 
from unauitinrlveri disclosure, ami notnith- 
standlng the provisions of tho Administrative 
rrocciluro Act <3 U.S.C. 1001 cC icq.) or 
any other provisions of Inns, nny determina- 
tions by tho DiypttsiC.auUisrb'ed-bikthe Pro? 
' visions of this 


and nnti'hi: In* amt tint i.nhji ct to review by 
any cfinri, 

V. itaMkhment ahrt Itntnb-nani'u of i-'ttnd 

Ni 202. There lu hereby crrntrd a fund 
to br ktin'vu as the Central Intelligence 
A'telh'y T.'etlrement anil Dlanblllty Fund 
villi'll shall 'be maintained by the Director, 
The Ccnlr.I In'clllgenee Ag'iiey Retirement 
anti DKihillty Fiiuct Is referred to hereafter 
os the fund. 

Participants 

See. 203. The Director may designate from 
lime to lime such Agency ofllccra and em- 
ployees whose duties nro determined by tho 
Director to lie (I) In support of Agency ac- 
tivities abroad hazardous to life or health or 
(II| r.o specialized because of security re- 
tjulremenia ar. to be clearly distinguishable 
from normal government employment, here- 
niter referred to ni partlelpants, who shall 
ho entitled to tho benefit* of the system. 
Any participant who baa completed fifteen 
years of service with the Agency and whoso 
career at that tlnin Is adjudged by the Di- 
rector to ho qualifying for tho system may 
elect to remain a participant of such sys- 
tem for tho duration of lili employment by ' 
the Agency and such election shall not bo 
subject to review or approval b7 the Direc- 
tor. 

Annuitants 

Pro. 201, (a) Annuitants rliall bo partlcl* 
pnnhi who arc receiving annuities from tho 
Imiil unit nil iicrnmi*, Inrlmlliig aurvlving 
wives and lin.hnniM, wiilnw.'i, ilpprndvlit 
wldinvcr.i. children, mid iM'tu.lIchtrleu of pur- 
iletpanis nr anniittnn's who tilinll beenmo 
entitled to rcrrlvc nri..ultlen In aecortlance 
with the provlrlons nf this Act. 

(hi When ured In this Ar.t tho term — 

(1) "Wldo-v" means tho surviving wlfo of 
n participant who was married to such par- 
ticipant fer at least two years Immediately 
preceding his death or Is tho mother of tesuo 
by mnrringo to the participant. 

(2) "Dependent widower" m-ans tho sur- 
viving husband of a participant who was 
married to such participant for at least two 
years Immediately preceding her death or Is 
the father of lssuo by marriage to tho par- 
ticipant. and who Is incapable of self-support 
by reason of mental or physical disability, 
ond who received more than one-half of his 
support from such participant. 

(3) “Child", for tho purposes of sections 
221 and 233 of this Act, means ah unmarried 
child, Including (I) an adopted child, and 
(II) a stepchild or recognized natural child 
who received more than one-half of his sup- 
port from and lived with tho participant In 
a regular parent-child relationship, under 
tho age of eighteen years, or such unmarried 
child regardless of age who becauso of phys- 
ical or mental disability Incurred before ogo 
eighteen Is lncnpablo of self-support or such 
unmarried child between eighteen and 
twenty-one years of ago who Is a student 
regularly pursuing a fuU-llmocourr.o of study 
or training in residence In a high school, 
trado fcIiooI, technical or vocational Insti- 
tute, Junior college, eollrgo. university, or 
compurnhln rerun men I educational Inatttil- 
Holt. A child Whose Lwimty-llrnt birthday 
tti'dira prim to July 1 uf lifter Auglli.t 31 lit 
any rnlcmlnr ycm\ and whllo ha la regularly 
punning such n course of study or training, 
chall be deemed for tho purposes ot this 
paragraph and section 221(c) of this Act 
to have attained the age of twenty-ono on 
the first day of July following ouch birthday. 
A child who Is a student shall not bo deemed 
to liavo ceased to bo a student (luring nny 
Interim between school years If tho Interim 
does not exceed four monthB and If ho shows 
to tho satisfaction of tho Director that he 
has a bona Ado Intention of continuing to 


N'huril year hi divided) Immediately f'.Mj.w- 
Jng the Interim. 

Tnrf /?— f'nmptrl'ury er,nlrViiitlons 
,'irc. 211. fa) flu anil r.ric-hnlf per centum 
nr the Imvle salary received hy each par- 
ticipant shall be ci.iitribu'i d to the fund for 
the payment i.f annulll'i. '.i'll bencfiti, re- 
fund-. and all., waiter.',. An equal rum shall 
also be ermlrlbnlotl It'm tho rerperuvo ap. 
proprlotlnn r,r fund •.vldch Is tired for pay- 
ment nf bln salary. The amounts deducted 
and withheld from baste t.-.lnry together with 
tho amounts in contributed from the appro- 
priation or fund rliall he depoMtril by tho 
Agency to the credit of the fund. 

(b) Each participant rliall bo deemed to 
consent and ng-cc to such deductions from 
basic salary.-and payment less such deduc- 
tions shall be a full and complete dl'Cltr.rgo 
end oequltuneo of all chums and domandn 
whatsoever for all regular services during tho 
period covered by such payment, except tho 
right to the benefits to which ho mail bo 
entitled under this Act, notwithstanding nny 
law. rule, or regulation affecting the Individ- 
ual's salary. 

Part C — Computation of anntutlei 
See. 221. to) Tho annuity of a participant 
shall be equal to 2 per centum of Ids ovemro 
basic salary for the highest five eonsco'itlvo 
years of service, tor which full contributions 
have bcon mndo to the fund, multiplied by 
the number of rrnrs, not exceeding thirty- 
five. of servlco credit obtained In eccordanco 
with lho provisions ere'lona ’.111 and 233, 
lu doteirnlolni; tho aggregate period cl r.erv- 
lcu iq>on which lho unnnily la to bo based, 
the fractional part of n menth, If any, shall 
not be counted. 

th) At tho time of retirement, any married 
participant may elect to receive n reduced 
annuity and to provldo for on annuity pay- 
able to his w,fe c.r her husband, eanmcncRt” 
oh tho (late following cuch participant's 
death and terminating upon tho death or 
remarriage of such surviving wlfo or hus- 
band. Tho annuity payable to the surviving 
wlfo or husband after such partlelpants 
death shall bo 33 per centum of tho omouns 
of tho participant's annuity computed os 
prescribed In paragraph (a) of this ccctlon, 
up to tho full amount ol ntcli annuity speci- 
fied by him as tho base for lho survivor 
benefits, The annuity of tho participant 
making such election shall be reduced 117 
2',i per centum of any amount up to S3.CC0 
he specified ns tbo bate for tho survivor 
benefit plus 10 per centum of any amount > 
over 03.000 so specified. 

(C)(1) It an annuitant dies and Is sur- 
vived by a wlfo or husband and by a child 
or children. In addition to the annuity pay- 
able to tho surviving wife or husband, there 
shall be paid to or on beholf of each child 
on annuity equal to the smallest of: (1) 40 
per centum of the annuitant's average basic 
salary, as determined under paragraph (a) 
of this section, divided by tbo number of. 
children; (II) $000; or (111) 01.003 divided 
by tho number of children. 

(2) If on annuitant dies and Is not sur- ' 
vived by n wlfo or husband hut by a child 
or children, each surviving child shall ha 
paid an uumitly equal to the r.mallent of 
(l) 00 per centum of tho annuitant's aver- 
age basic salary, au determined under pars- 
graph (n) of this r, return, divided by tho 
number of children; (11) #720: or (111) $2.1C0 
divided by tho number of children. 

(d) If a surviving wlfo or husband dies or 
tho annuity of a child Is terminated, tho 
annuities of any remaining children shall 
bo recomputed and paid as though such wife, 
husband, or child had not survived the par- 
ticipant. 

(e) Tito annuity payable to a child under 
pursue » course of study or training ln~t$s 'paragraph (e) or (d) of this section shall 

" ~ rent, school during the tcliooK begin on tbe day after the pnrttclpont dies, 
(MOARnii 0 1M) « any right thereto abail 


! 
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mutual,! wit tint mat icity of ttio month bc- 
font (I) lilt nf laloliu; nqo eighteen tuilci-i 
lhr.i|ul>le p[ relf-i u;>|mrt, (2) Itlr, becoming 
of roff.; tii’i'ort after ngn 
(3) it l.i iiuurl-.iqo, or (•)) lit •> dentil, cse.'nt 
Unit thr annuity or n Child who Is n rtmlclit 
r..-, clo-crlfced In tcrllou. 201(h)(3) of tills Act 
chad tennlp.-.le on t!;e Inst day of the month 
before (1) Ilk mr.rrlf.ge, 12) Ills clc.Mli, (3) 
h!s cearliv; lo ,be stteli a eludent. or (•!) 
Ills attaining twenty-one. 

(f) Any unmarried participant retiring 
under the provlrlona of this Acf nn:t found 
, by the Director to be In pood health may nt 
the thne of retirement elect a reduced an- 
nuity, In lieu of the annuity ns hcrclnbeforo 
provided, and dcrlmiatc In writing a person 
having an insurable Interest (na that terra 
In need In svetlnn 0(h) of the Civil Ccrvlco 
retirement Act (0 U .'-.C, 2233(h))) In tho 
participant to rcrelvo an annuity after tho 
participant’# death. Tho annuity paynhlo 
to the participant maltin'? cuch election r.hall 
he reduced hy 10 per centum of an annuity 
computed ra provided In paragraph (a) of 
thlo rcct Ion, and b7 0 per centum of an nn- 
nutty ro computed for each full flvo yearo 
tho person liixilgn.nctl la younger than tho 
participant, Imt «ueh total reduction ehall 
not exceed <0 per centum. The nnult7 of A 
rutvlvor der.l:?nat ert under thli paragraph 
aliall b'l G3 per centum of tha rcditcctl an- 
nuity computed an pte.icrlhed abovo, Tlio 
annuity payable to n benrflclary under tho 
provlMoni of this ptmicrnph shall begin 
on the llrat day of tho nest month alter 
tho participant rttri. Upon tho death of tho 
survivin'* hencllclary nil payments olmlt acaso 
and no further annuity payments authorised 
under this paragraph ahall bo duo or payahlo. 
Part D— nenefl fa aceming to certain 
participants 

Retirement for Disability or Incapacity*— 
Medical Examination — neeovery 
8cc. 231. (a) Any participant who has flvo 
years of service credit toward retirement un- 
der the system, excluding mllitaiy or naval 
ccrvlco that la credited in e.ccordanro with 
provlnlona o' section 231 or 203(a) (2), and 
who becomes totally disabled or Ineapacl- 
tated for tircful and cfllclcnt servleo by tea- 
con of dkcr.se, lllncrs, or injury not duo to 
~vlC loin habits. Intemperance, or willful mis- 
conduct on hli part, shall, upon his own ap- 
plication or upon order of the Director, bo 
retired on an annuity computed nq prescribed 
‘ In rcctlnn 231. If tho disabled or Incapa- 
cltaled participant lo under maty anti has teas 
than twenty ynua of rcvvleu credit toward 
Mo retirement undor the oystrm nt tho timo 
ho la rctlted, Ills annuity ohnll bo compiHcrt 
on tho nnumptlon that ho lino had twenty 
years of servleo, but tho rdclltlonnl servleo 
credit that may ncoruo toi a participant un- 
der this provision shall ‘ in no coso exceed 
tho dl.Tcrenco between his ago nt tho tlmo 
of retirement and ago sixty, but this provi- 
sion shall not Increase tho anutty of any 
survivor. 

.(h) In each case, tho participant shall ho 
Clvcn a medical examination by ono or moro 
duly qualified phyjlclana or surgeons dcslg- 
nnted by the Director to conduct examina- 
tloni. and disability shall bo determined by 
tho Director on tho basis of tho ndvtco ol 
*uch physicians or surgeons. Unless tho dis- 
ability in' permanent, like examinations ahall 
bo niado nnmially until tlio annuitant has 
reached tho statutory mandatory retirement 
n[?o for his cr.tdo as provided In section 2:13. 
If tho Director determines on tho basis of 
tho ndvlco of ono or more duly qualified 
physicians or nurgeons conducting such ex- 
aminations that nn annuitant has recovered 


year from the date hl:i recovery Is determined. 
Upon tippllrnllnn the Director may reinstate) 
nny Midi recovered dl'ablllly annuitant. In 
llie prade In which he was nerving nt tlmo 
of retirement, or the Director may, taking 
Into eon: (deration tho age, qualifications, 
and experience of such annuitant, nnd tho 
present p, ratio of lain contemporaries in tho 
Agency, e.ppoint him to a grade higher than 
tho nno in which ho v.-,aa ccrvlng prior to 
retirement. Payment of the annuity shall 
conllnuo until n dato r.lx nionthn after tho 
dato of tlio examination showing recovery 
or until the dato of reinstatement or re- 
appointment In tho Agency, whichever is 
earlier. Fees for examinations under Mils 
provision, together with reasonable traveling 
anti other expenses Incurred In order to nub- 
mlt to examination, shall bo paid out pf 
tlio fund, if tho annuitant falls to submit 
to examination ns required under this rcc- 
tlon, payment of thn annuity ahull bo bus- 
. pended until roiiMminncs of tho disability 
Is satisfactorily established, 

(c) If ft recovered disability annuitant 
whoso annuity Is discontinued Is for nny 
reason not reinstated or reappointed In tho 
Agency, ho shall bo considered to hava been 
teparated within tho meaning of paragraphs 
*(n) and (b) r>( section 231 as of tho (into ho 
was retired for disability and he ."bait, after 
tho dl.-contlmianeo of th? disability annuity, 
ba entitled to tho benefits of that rcctlon 
or of rccllon 291(a) except that ho may elect 
voluntary retirement In nceortlaneo with tho 
provisions of rectlon 231 If ho can qualify 
under Its provisions. 

id) Do participant shall bo entitled to 
rccelvo nn annuity und-r tnis Act nnd com- 
penratlon for Injury or (Usability to himself 
under tho Federal Employees' Compensation 
Act of September 7, 1310, as amended (3 
U.S.C. 701 ei seq.). covering tho tamo period 
of tlmo. Tills provision shall not bar tlio 
right of nny claimant to tlio crenter bandit 
conferred by cither Act for nny part of 
the cams period of tlmo. Neither this pro- 
vision nor nny provision of tho cald Act 
•of September 7, 1019, as nmended, shall 
ba eo construed ns to deny tho right of nri7 
participant to reeclvo nn annuity under this 
Act by region of his own cervices nnd to rc- 
celvo concurrently, nny payment under such 
Act of September 7. 1910, ns nmcrulcd, by 
reason of the death of nny other person. 

(e) MotwlthsUindlng nny provision of law 
to tho contrary, tha right of any person en- 
titled to nn annuity under this Act shall not 
bo ndcctc'l beenuso nuch person has received 
nn tuvnrrt of compensation in n lump num un- 
der section id of tlio Federal Employees' 
Cnmponafttlnn Act of September 7, 1010, na 
nmended (G U.3,0, 7C1). except thftt whera 
such annuity Is payahlo on account of tho 
ratnodlaablllty for which compensation under 
nuch section has been paid, no much of such 
compensation na hna been paid for nny period 
extended beyond tlio dato such annuity be- 
comes ctlcctlva, na determined by tho Secre- 
tary of Labor, ahall bo refunded to tho De- 
partment of Labor, to ba paid Into tho Fed- 
eral employees’ compensation fund. Deforo 
nuch person nhall rccelvo such annuity ho 
ohall (1) refund to tho Department of La- 
bor tho amount representing such commuted 
payments for cuch extended period, or (2) 
nuthorl70 tho deduction of nuch nmount 
from tlio nnmilty payable to him under this 
Act, which amount shall bo transmitted to, 
nuch Department for reimbursement to nuch ' 
fund. Deductions from such annuity may bo 
mnelo from accrued and (teeming payments, 
or may bo prorated against and paid from 
accruing payment# in such niauncr ns tho 
Secretary of Labor shall determine, when- 


Death In Servleo 

f>rc. 23.1, (n) In rv.o ft participant dies and 
no claim for annuity Ii payable nii'lrr the 
provision.*! of this Act, lil.a contribution tn 
tho fuml, with In’.-rc.-.t at Mis’ rates pre* 
rcrlbed In sections 211(a) nnd 231(a), r.hall 
ho paid In tho order of prencdrr.so shown 
In tcctlon 211(b). 

(b) If n participant, who has nt I'W.t Avo 
years of service credit, toward retimin' nt un- 
der tho system, excluding military or naval 
nervlco that la credited hi accordance vim 
tlio provisions of section 231 cr '.’.<2(ai (2) , 
dies before separation nr retirement from thn 
Agency nnd la survived hy a widow or a de- 
pendent widower, e.a defined in reef 1 an 201, 
cuch wldo-.v or dependent widower rliall be 
entitled to nn annuity equal lo J9 per cc.atum 
of tlio annuity ccmpu'-d In accordance with 
tho provisions of reckon 231(a). The an- 
nuity of such widow or dependent "Vldovrer 
ahall commence on the dale following death 
Of tho participant nnd shall tcrmluV.n upon 
death or remarriage of tho widow or de- 
pendent widower, or upon tho dr-'.rul'-nt 
widower's becoming e.nrabto of rclf-au poors, 

(c) If a participant who baa nt least mo 
years of acrvtco credit toward retirement un- 
der tho r.yr.tcm, excluding mlU'.ery nr naval 
ccrvlco that la credit'd la nosardao-a with 
tho provl’lons of r-r.tioa 231 or S'Va)i2), 
dies beloro separation 'T retirement from tho 
Agency and la survived b7 a wife nr n hin- 
baud nnd a child or children, each surviving 
child shall bo entitled to ru .annuity com- 
puted In accordance with fig provisions e>f 
section 22i(r.) (1). Tho chlld’a annuity shall 
begin nnd bo terminated In accerdaueo with 
tlio provisions of -ectlon 321(c). Upon tho 
death of the survivin'? wife or hvrurnd or 
termination of tlio annuity of ft child, the 
annuities of ,an7 remaining children shall bn 
recomputed nnd paid rs though cuch wife cr 
hii-Tiaml or child Had rot survived the par- 
ticipant. 

(d> If ft participant who has at least flvo 
years of service credit toward retirement un- 
der tlio system, excluding mtllt.arv or rav.il 
corvlco that Is credited In accordance trills 
tho provisions of r-ectlon 251 or 232(a)(2), 
dlC3 beforo separation or retirement from 
f-iio Agency and !s not survived by a wife cr 
husband, but >17^ a child or ohllr'mn, each 
surviving clil'd chall ba entitled to an an- 
nuity computed in accordance with the pro- 
visions of section 201(e) (0). The child’s an- 
nuity shall begin and tcrmlnats In r.ccord- 
p.nco with the provisions of tcctlon 221 (cl. 
Upon termination of tho annuity of rv child, 
tho annut'lcs of nny remaining children 
nhall bo recomputed nnd paid as though Mint 
child had never been entitled to tho bene- 
fit. 

Voluntary retirement 

See. 233. Any participant In the system who 
Is nt least fifty years of ago nnd hae ren- 
dered twenty years of ccrvlco ma7 on his 
own application nnd with the consent of tho 
Director be retired from the Agency and rc- 
celvo benefits In accordance with tho pro- 
visions of section 221 provided he his not 
less than ten years of ccrvlco with tho 
Agency of which nt least Avo shall havo been 
qualifying ccrvlco. 

Discontinued Servleo Benefits 

Src. 23*1. (ft) Any participant who sepa- 
rates from tho Agency niter having per- 
formed not Ices than flvo yean of service 
with tho Agency, may, upon separation from 
tha Agency or nt ony tlmo prior to be- 
coming cllglblo for nn annuity, elect to have 
his contributions to tho fund returned to 
him in occortianeo with tho provisions of 
section 211. or (esc opt In crises where tho 


to tho extent Hint ho can roturn to duty, tho ever ho flnda that tho financial circumstances Director determines that separation was 
.annuitant may apply for reinstatement or of tho annuitant art ouch no to warrant suet), hated In wbolo or In part on tho ground of 
reappointment In tho Agency within on* deferred refunding. .5.. disloyalty to tho United States) to leavo bis 
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1 1 \> 1 1 1 l/in . in Mn* fund .mil rtvi'lvi* mi .in* 
nilllv. <*"iii|MII**d .1. I'll Illllril III ■ ii'llmi Ml. 
ritmun'iii'liii: :ii I'll 1 if.'* i*l ii'iiv-Uin vr:ir:< 

(III If i' p.u llrl|*:\i»i Mil" li in qualified In 
;H*l"Or»l:llliT Mllll t 111* I'll" Ifilillli* Of |l.ll ngr.qdi 
(n) of tliir. scdlon In ivcrlvc a deferred »»* 
unity cnnunenrwg at the age of slxty-two dies 
hr fore reaching the of'** of slxty-tuo Ills con- 
tribution.*; to Ilia Hind. v.Uh Interrv.i. shall be 
paid In nerordnnee with 111" firiiv'l'.limc of 
i.rotloni. 211 ii lid 2111. 

Mandatory n-tlrcinoiit 
Sue. 2ns. (al Tlie Director may In Ills dis- 
cretion place In a rcllred status any partici- 
pant who lias completed at lca«t twenty-fivo 
years of sort lee, or who Is at least iiity years 
of arc Snd ban completed at least twenty 
years of sort lee. prnvlileil such participant has 
tint less limn ten years of lervlcc wltli the 
A,;enry of tvlileli at least dee shall have been 
qualifying service. If so retired, sncti partici- 
pant shall receive retirement benefits In ac- 
cordance with the provisions of section 221. 

ib) Any participant in the system rccelv- 
Inft compensation at tlie rale of irraile GN-lll 
or nbovo shall be aiitoinatleally separated 
from tho Ae.cucy upon reaching the ape of 
sixty-five. Any parttetpani In the r.yt.fcin re- 
rel vine ennipensAllon at n rale le*r. limn 
uriulc (1M III.* ilmll he nnmmal leally fiep'irnted 
from 111" A*vrncy upon ree*'liliii: the nil** of 
alxly. Unt il ei'i'iirsihm filtell he »*lh*t*llve mi 
the' Insl dnv "( I he nionlh In which n pat llel- 
pan I leaehea nee "txty or "txiy-llvi*. im |.|**'l*l • 
noil In Mils mvMnn. hut whenever the Hired- 
lor shall determine It lo lie 111 the piddle In-, 
tcreal. he may extend sttelt parllrlpnnl's serv- 
ice for n period not to exceed live years, A 
participant ccp, mill'd under the provisions pf 
this section who has completed five years of 
Agency scrvlefl shall receive retirement bene- 
fits in accordance with the provisions of sec- 
tion 221 of this Act. 

Limitation on Number of Retirements 
Nic. 2.10. The number of participants re- 
tiring on an annuity pursuant to sections 
211, 214 , and 215 Of this Act rhall not. exceed 
a total of four hundred during tho period 
ending on .Tune 10, 1IH*0, nor a Inlal "f four 
inmdrcd during Hie pcrlol licplunlni* on 
July 1, IPfll, and cntllni; on June 10. 117*1. 
rart K—Dt*po>itum of eonfrilsriMoiis and fn- 
' ’ forest (n ftrrrs of benefits rreelred 
Sr.c. 241. (a) Whenever a participant he- 
eomes separated from the Agency without be- 
coming eligible for an annuity or a deferred 
annuity m accordance with the provisions of 
this Act, the total amount of contributions 
from Ida salary with Interest thereon nt 4 
per centum per annum to December II, 1147, 
and 3 per centum per annum Mtcrcnltcr com- 
pounded annually to December 111. 11110 for. 
In the caso of n participant separated from 
tlio Agency before lie has completed five years 
of service, to tho ditto vf Goparatlon) and 
proportionately for tlto period served during 
the year or separation Including all contribu- 
tions mado during or for such period, except 
■in provided In section SHI, shall be returned 
to him. 

(b) In the event that the total contribu- 
tions of a retired participant, other than 
voluntary contributions mado In accordance 
with llie provisions of section 201. with In- 
terest at tho rates provided In paragraph (a) 
of this section added thereto, exceed the total 
amount 'returned lo such participant or to an 
annuitant claiming through him, in the form 
of annuities, the excess of tho accumulated 
contributions over the accumulated annuity 
payments ahull bo paid In the following or- 
der of precedence, upon the establishment of 
n valid claim there for, and such paymont 
shall bo ft bar to recovery by any other per- 


(21 It there l"- no Mich liuiieliiiliiry In the 
Mirvivtui; wire or liu-lmud of midi •■urtlcl- 
p;tni : 

CM If none t»f the iit»uve. In the ehlltl or 
riulilrcn nt r.n'li pnrtlrlpnnt and (le-ecndi\nlA 
of deceased children by reprcnchlailnn; 

4) If none of the above, to the parenlo of 
snob participant or the survivor of them: 

(1) If none of the above, to the duly ap- 
pointed executor or administrator of the 
estate of such participant; 

(ill If nniie of the above, lo other next of 
kin of Mich participant an may he determined 
by the Director In his Judgment to bo legally 
entitled thereto, 

(cl No payment shall be made pursuant to 
paragraph (b)(0) of tills section until after 
the expiration of thirty daya from file death 
the retired participant or his surviving 
annuitant. 

Part F — Period of sendee for annuities 
Compulation of Length of Service 
See. 251. Tor the purpose of this Act. the 
period of service of n participant rhall he 
computed from tlie date lie becomes ft par- 
ticipant tiiujcr the provisions of this Act. but 
nil periods of separation from the Agency and 
so much of any leaves of absence without pay 
an may cxrcetl rax months In (ho nggrcgito 
hi iiliv rnlcuilar year ahull he excluded, cx- 
rrpt Icuvcm "( nh,**i*iic(i while reeeivtiig henc- 

iil.*i under this l*'i*fl»*ml ilmplnveex’ Cninpun- 

"111 I.III Ael. nf i - 'C|ili*iiil*rr v. 101(1, all nnuniileil 
((> ll Ilf!, 751 el iieij.l. and laitves o| ahMUieo 
grunt rd paillelpaiils wlilln performing aetlva 
and lumoreblo military or naval servlco In 
llio Army. Navy, Air l''nrec. Marino Corps, or 
Coast Guard of the United States. 

Prior Servlco Credit 

Sec. 213. (al A participant may. subject to 
the provisions of this section, Incliulo In his 
period of servlco — 

(1) civilian r.crvleo In the executive, Judi- 
cial. and legislative branches of the Federal 
Government and In the District of Columbia 
government, prior to becoming a participant; 
and 

(21 active and honorable military or naval 
servlco In the Army, Navy, Air Force. Mnrlno 
Corps, or Coast Guard of tho United States 
prior lo tho date or tho separation upon 
which title to nnnulty Is based. 

|b) A participant mnyobtaln prior clvlllnn 
sorvlcc credit In accordance with tho pro- 
visions of paragraph (mil) of This section 
by making a special contribution to the fund 
equal to the percentage of his basic annual 
salary for each year of servlco for which 
credit Is sought specified with respect to such 
year In tho table relating to employees con- 
tained In section 4(C) of the Civil Service 
Retirement Act (8 U.S.C. 2234(01 ), together 
with Interest computed na provided In sec- 
tion 4(ol of such Act (3 U.S.C. 2231(e)). 
Any such participant may, undor such con- 
ditions an may bo determined In each In- 
stance by tho Director, pay such special con- 
tributions In Installments. 

(c)(1) If an ofllccr or employee under 
some oilier Government retirement system 
becomes a participant In the system by direct 
transfer, such ofllccr or employee's lotal con- 
tributions nnd deposits. Including Interest 
accrued thereon, except voluntary contribu- 
tions, shall bo transferred to tho fund effec- 
tive as of tho date such ofllccr or cmployco 
becomes a participant In the system. Each 
such officer or employee shall bo deemed to 
concent to the transfer of such funds nnd 
such transfer shall bo n comploto discharge 
nnd ncqulttnnco of alt claims and demands 
against tho other Government retirement 
fund on account of servlco rendered prior to 
becoming a participant In the system. 


I riliui Ions in nilillilmi to lliOi" triiirif'rr'd 
for |i<wlnd'i of M-rvIr c tor which full r/.nlrlhtl- 
llnlifi were mil'll* to Ihe other (liivcrrimefit 
retirement fund, nor '.hall any refund ho 
tnndii hi any such participant on account of 
cniiirllnillnfia m ule tlurlnt; any period to the 
other Government retirement fund at a 
higher rale than Mint fixed for employees by 
section 4(e) ol the Civil Service D-'lrenient 
Ant (5 U.S.C. 2234(e) » (or contributions to 
the fund. 

(31 No participant, whore contributions 
are transferred to the fund In aecord-mee 
with tho provisions of paragraph Icill) of 
this ccctlon. shall receive credit for periods 
n( service for which a refund nf contributions 
has been made, or for which no contribu- 
tions were mado to the other Government 
retirement fund. A participant may. hnw- 
vcr. obtain' credit for raieh prior rcrvlco by 
talcing a special contribution to the fund in 
ncccirdnnec with the provisions of paragraph 
(b) of this section. 

(d) No participant may obtain prior civil- 
ian acrvlco credit toward retirement under 
the svstem for any period of civilian servlco 
on the basis nf which he is receiving or will 
In tho future be entitled to receive any an- 
nuity under another retirement «yst«m cov- 
ering civilian perr.onne! of the Government. 

(oi A participant may ob'aln prior mili- 
tary or naval nervlco credit In nr-nrdsnee 
wlili the provliilniifi of paragraph fftiilfi of 
thin i.cellmi by applying for It hi the Direc- 
tor prior to retirement or i,c partition from 
Iho Agency. However, In Hie case of a par- 
llel'.iint who Is eligible for nnd rcelvcs re- 
tired pay on account of military or nnval 
rorvleo, tho period of rcrvlco upon which such 
retired pay Is based shall not bo included, 
except that In the easo of a pnrtiemant who 
la eligible for anti receives retired pay on 
account of a service-connected disability In- 
clined In combat with an enemy of the 
United States or canted by an Itu.trumon- 
tallty of war ami incurred in lino of dntv 
during ft period of war las that term Is us'd 
In chapter 1 1 of title 3H. United States Code 1 . 
or Is awarded under chapter 07 of tltla Ib of 
tho United States Code, tho period of such 
military or naval servlco chnll bo included. 
No contributions to the fund shall be re- 
quired In connection with military or naval 
servlco credited to n participant In accord- 
ance with the provisions of paragraph (a) (2) 
of this section. 

(f) Notwithstanding any other provision 
of this section or section 233 any military 
service (other than military rcrvlce covered 
by military leave with pay) performed by a 
participant after December 1050 nhall be ex- 
cluded in determining the aggregate period 
of service upon which an annuity payablo 
under this Act to such participant or to his 
widow or child is to bo based. If such partici- 
pant or widow or child Is entitled for would 
upon proper application bo entitled) at tho 
time of sucli determination, to monthly old- 
ago or survivors' benefits under section 202 of 
tho Social Security Act. ns amended (42 
U.S.C. 402) , based on Btich participant's wages 
nnd aclf-cmploymcnt Income. If In the c-re 
of tho participant or widow Mich military 
servlco Is not excluded under tho prcccd'ng 
sentence, but upon nttnlntng age sixty-two, 
ho or eho becomes entitled (or would upon 
proper application be entitled) to such bene- 
fits. tho aggregate period of servlco upon 
which such annuity Is based shall bo redeter- 
mined, effective as of tlio first day of the 
month In which ho or slio attain such age, 
so as to exclude such service. 

Credit for Service. Whtlo on Military Leave 

Sec. 233. (al .A participant who. during 
tho period of any war. or of any national 


•on; 

(l) To tho beneficiary or bencfietnrte* 
designated by auch participant In writing to 
tho Director; 


(21 No participant, whoso contributions 
arc translorrcd lo tlio fund In accordance 
with tho provisions of paragraph (old) of 
this section, shall bs required to malts eofea 


emergency as proclaimed by the President or 
dcclsrcd by Uio Congress, has left or leaves 
his position to sitter, tho military sorvlco 
shall not bo considered, for tbs purposes of 
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(till Art. at. r<-|i ir.iU-.l trum Ills Agniry |w:l- 
llmi l>y rr.i.i..m nr urli military irrvlrt*. iinlrm 
lir ill ill I'l’i'iy :.ir mill rrrvite u rnfiiml of 
c.inlrllnillnivi iiiulrr ilus Art: Prorh/eil, That 
mrli p.irlu'lput tun Mialt uni cmiMtlrrril ns 
ri'iniiiliii: liln A vnry pi'slilon la-yonil Dr- 
i'oiiiIxt 31, l:i, -,«i. nr ilir rs|ilr.iiluii of live 
ye.ir.-. of hiirli uillil iry i.mlrr, whlrlirvT 
la inter. 

(bi CiM'1-Hi'.UI.itr. ih, ill «nt be required 
covering pi-vluk of Ic.ivr of nli.-.ence from the 
Apr r.ry fi.ui’ril a parlb'lpant while perform- 
Inn active mil it. try or n.n-al service In j tlio 
Army. Navy. Air Force. Marina Corps, or 
Coast Guard of the United States. 

J7irf G — *fo«cyi 

Baltina tc Of Appropriations Needed 


clurflnr, lilr. nnnully, p.nablo In nccordflnee 
with tlm provisions of lliln Act. 

Par/ {--Voluntary nmlrlhutlana 
Sir, 201. (n) Any p.Mllalpniit may, at Ills 
option and tnidrr oueli regulations ns may 
bo pre-crlbeil by tin* Director. deposit ntlrll- 
Llxii.il Mima In inulllplrn of t |ior centum of 
Ida I '.cilo ml, ivy, but nut In c*oc:.a of if) jwr 
conlnni or f.iirli salary, which amounts to- 
gether with Intorrst at 3 per centum per 
annum, compounded annually an of Decem- 
ber 31, and proportionately for tlio period 
arrved during the year of hla retirement. In- 
cluding all contrlbutlona made during or 
lor such period, shall, at the date of his re- 
tirement and at his election, be- 
lt I returned to him In a lump sum: 


Ftc. 201. The Director shall prepare the i < 2 > used to purchase an additional Ilfs 


estimates of the annual appropriations re- 
quired lo bo made to the fund, and shall 
cause to he made actuarial valuations of the 
fund at intervals of five years, or oftener If 
deemed necessary by him. 

Investment of Moneys In the Fund 
Sue 20J. The Dlreelor m;i», with tlio ap- 
proval of the Nccrctnry of I he Treasury, In- 
vest from tune to lime In Interest-bearing 
rceurlth's of the United idnteii such pin tlmi’i 
of the fund m In lib: Jii,h;iiii'iit mar not bo 
Immediately rniulri'il 1 1 'r the payment i*f 
annuities, each Ik-iii'IUs, refumlfl, and alloy, ■- 
ntices, ami the Income rlcnvrd from such lu- 
Vdtmcnts (hull constitute n part of such 
fund. 

Attachment Of Moneys 
Sic. 2P.3. Nntio of the money:; mentioned In 
this Act shall tie n-.-iirrnnl'lC either III law 
or equity, or be subject to execution, levy. 


annuity: 

i3) used to purchase an Additional llfo 
annuity for himself and tr> provide for a cash 
payment on hla death to n boncflclary whoso 
name shall bo notified In writing to the Di- 
rector by the participant; or 

(-1) used to purchaco an additional life 
annuity fur himself and a llfo nnnully com- 
mencing on Ills death payayblo to n hene- 
Ih'tarv whoso namo shall bo notified In 
wrlilng to the Director by the participant 
with a guarantied return to the beneficiary 

or Ills Ireal re preicnf alive of nil nmnimt 

equal tn tlio cash payment referred to In 
auhparnirraph 13) nbovo. 

(It) The beneiits provided by Mihparagr.apha 
f2), f.3l. or I I). of paragraph fa) of this sec- 
tion shall lie aetimrlally equivalent 111 valuo 
tn the payment provided f»r h v uubpnraeraph 
(a) ( 1 1 of Hi la noettou nml I'hall bo calculated 
upon Midi tables of mortality na may bo 


ottaclunent, garnishment, or oilier legal from time to timo prescribed for this purpose 


process, 

Part ll—nctlrrrt part fr*, writs recalled, rein- 
sfntcrf. or nrppoln fed fn flic Ancncti. or 
rccmploprd in the Government 
Recall 

Fir, 271. (at The Dlreotor may. with the 
consent of any retired p.irilclnant. recall such 
parilrlp.int to duty In the Arcncy whenever 
lie i.linll dclernilue aticli recall Is m llie pub- 
lic Interest, 

(b> Any such parlh'lpani recalled lo duty 
In the Agency In nccoiti.ince with the prov- 
vlslons of paragraph mi of this section or 


by the Director. 

(c) In care a participant shall become sep- 


arated from tho Agency lor any reason ex- t-sry contributions. 


nhln from t)in fund to an Annuitant's stu 
vlvor fnllicr than a child entltlrd under r.c 
tlon 22lfc|), which annuity commenced tl 
day after the nmiuitanl'n dea’h. shall ho Ir 
nested ns provided tn .-.u'ccctlnn (aitl) < 
(a)(2) If tho eomrnen'-ing da'e of annult 
Vi the annuitant wan earlier than January 
of the year pretnllng the first Ingresso. 

(2) I-lfftctlVu from lt-i commencing dat 
an annuity payable from the fund to an as 
nultnnt'3 survivor (other than a child er. 
titled uiidi'r section 22|fc)). which annuli 
etumneneer, tho day after the annuitant 
death and after the eflccllvc date of the fir: 
Increase under this section, shall be Ir 
creased by tho total per centum mcreace th 
annuitant was receiving under this scctlo 
at death. 

(3) For purposes of computing an itnnutt 
which commences oftcr the effective dal 
of tho first Inercnso unrtor this section to 
child under section 231(c), tho lien,* ICO' 
0720. *1,1100, nnd $2,100 appearing In scctlo 
221(c) shall he Increased by the total pc 
centum Increase allowed nr.d In force untie 
this section mid. In cs-c of n deceased an 
mutant, the Items 10 per centum nnd 50 pc 
centum appealing In section 231(e) rhall b 
Increased bv tho total per centum tncrear 
allowed and In force under this section to th 
annuitant as death, title: live from tho dsi 
of the first Increase under this i.collon, th 
provisions of this paragraph shall apply a 
If such tirut lucreaso were In effect with re 
npcct to compulation of a child's nrmuit 
under section 221(c) which commenced be 
tween January 2 of the year preceding th 
first Increase nnd tho effcctlvo date of th 
first lucreaso. 

(c) No lnercaso In annuity provided by thl 
section shall bo computed on nny additlona 
annuity purchased at retirement by volun 


cept retirement on an annuity, tlio amount of 
any additional deposits with Interest at 3 
per centum per annum, compounded ns Is 
provided In paragraph fa) of this section, 
mnde by him under the provisions of said 
paragraph fa) shall bo refunded In tho man- 
nor provided in section 241 fnr the return of 
contributions nnd Interest In the cnao of 
death or Reparation from the Agency, 

(di Anv. beneiits payable to a participant 
or to his beneficiary In respect to tho nddl- 


relnstatcd or reappointed In accordance with tlonal deposits provided under this section 


tho provisions of rcetlon 0.71(h) shall, while 
so serving, ha entitled In lien of his annuity 
to the full salary of the grade tn which lie is 
serving. Dunne r.ueh service, lie slinll make 
contributions to tlio fund In arcord-.tnro with 
tlio provisions of section 211. When ho re- 
verts to Ida retired status, his annuity shall 
.be determined anew In accordance with tho 
provisions of section 021. 

nccmplojtment 

See. 272. Nolwit.httni'lUing any other pro- 
vision of law, a participant retired under tho 
provisions of the; Act shall not, by reason of 
hla retired status, bo barred from employ- 
ment in Federal Government service In nny 
appointive position for which ho Is qualified. 
An annuitant so rccmploycd shall serve at 
tho will of the appointing officer. 

fleemplorinent Compensation 
Sec, 273, (m Notwithstanding nny cither 
provision of law. any annuitant who has re- 
tired under l ids Art nnd who Is employed let 
tho Fid era | Government, service In nny ap- 
pointive position either mi a part-time or 
full-tlmo basis shall be entitled in receive his 
annuity payable under this Act. but there 
shall bo deducted from His salary n sum 
equal to tho annuity nl'.ocablo lo tho period 
of actual employment. 

(bl In Iho event of any overpayment under 
this section, such overpayment shall bo re- 
covered by withholding tho amount Involved 


shall tie In addition to tho bcucflto otherwise 
provided tindor this Act. 

Part J — Coit-o/-lirlng adjustment of 
ntiiinfties 

Sic. 201. (a) On the hasl* of determina- 
tions made by the Civil Scrvlco Commission 
pursuant to section 13 of tho Civil 6crvlce 
Retirement Act. as amended, pertaining to 
per centum change Itt the prlco Index, tho 
following adjustments shall bo mado: 

(I) Effective April 1. 1060, If tho change In 
the prlco index from 103-1 to 1008 shall have 
equaled n rise of at least 3 per centum, each 
annuity payable from tlio fund which has a 
commencing date earlier than January 2, 
1005. shall be Increased by tho per centum 
rise In the prlco Index adjusted to tho nearest 
one-tenth of X per centum. 

(21 Effective April 1 of any year other than 
1000 after Hie price Index chango shall Have 
equaled a rise of at least 3 per centum, each 
annuity payable from the fund which has 
a commencing date earlier than January 2 
of the preceding year shall bo Increased by 
the per centum rise In tho price index ad- 
justed to the nearest ono-tenth of 1 per 
centum. 

(bl Eligibility for an annuity Increase ttn- 
deT this section shall be governed by tho com- 
mencing date of each annuity payable from 
tho funds ns of the effcctlvo date of an in- 
crcaco. except o*. follows: f 

(1) Effective from the date of the first Sti- 


lt!) The tnonMtly Installment of annult 
alter adjustment under this section shall b 
Used at the nearest dollar. 

Mr. STENNIS. Mr. President, th 
purpose of tho proposed legislation is t 
provide an Improved retirement rys 
Vein for certain employees of the Centra 
Intelligence Agency. 

I ask unanimous consent that I ma; 
yield to the Senator from Mnisachusett 
(Mr. SaltonstalU, one of those whi 
worked on the bill, without losing m; 
right to the floor. 

The PRESIDING OFFICER, Wilhou 
objection, it is so ordered. 

Mr. KALTONSTALL. Mr. President 
ns ranking minority member of the Com 
mittco on Armed Services, I would llki 
to supplement the remarks of Sennto 
Stennts on II.R, 0427, which is alnict 
at improving tho retirement system to 
a certain segment of the employees o 
tho Central Intelligence Agency. I wouk 
like to emphasize the following points of 
this bill. 

i 

The purpose of this bill Is to provldi 
an improved retirement system only fo: 
those Central Intelligence Agency erm 
ployccs who are actually Involved hi tup-! 
porting or conducting our U.S. intelli- 
gence operation abroad. .These pcoplt 
arc involved in activities which are haz- 
ardous to their life and health. As these 
people become older nnd move Into then 
early fifties it is not possible, because o: 
the rigorous conditions of service, fot 
All of them to serve the further perloc 
of time necessary for them to qualify 
for Immediato retirement under the nor- 


frqm tho a.-tlory payable to auclt rccmploycd (l) Effoctlvo from the dnte of the first Mi- for immediato rettrem 
annuitant, or £om roV^O 2TO(f* nllC< ' 
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or 


Tills bill, in t'ftivl. dors three things, 
j.vst, it. permits I heve iinployirs In iio 
;• tired witli .111 immediate iiimutty be- 
ji linin ', at nee 50 If they have completed 
n yearn service or. without regard lo 
"o, if they liavo completed Co years of 
jv ;■ vice. Second, it contains no iinanciaJ 
‘onaUy for retirement as is applicable 
Jr civil service ictircipont under n;:o CO, 
lilui. It provides that these employees 
!>'v each year of creditable service will 
Vive their retired pay based oil a flat 2 
vreent of their highest 5-year average 
'lavy as compared to the civil service 
"revisions ivlilch provide for a lesser rc- 
j .rement multiplier for the first 10 years 


f service. 


ni 


The Senate version of this bill, has been 
trendy tightened ns coni'inrcd to die 
, ton «c version. One of the principal 
j-omniittee amendments is the limita- 
ir.n which provides Unit not move than 
00 persons may relive under this art 
leliu'on now mid June ::o 1*153 uiul not 
e.i'ie tlian *1(10 over die following icyrar 
riod. There are a number of other 
najor amendments to this hill all of 
>•« liich arc set forth In the committee rc- 
iort beginning on page 6. 

tv 

This legislation was reported unani- 
mously by the Senate Committee on 
Wined Services. The bill is essential In 
brder to meet the retirement problem 
paused by the severe conditions of serv- 
cc for th’s small group of men who so 
ably serve tlicir country throughout the 
world. 

j I Join Senator Stennis in urging its 
immediate adoiition hy the Senuti:. 

Mr. President, I behove the purpose 
->! the bill is an eminently fair one and 
Vs justified for tho comparatively small 
• iiumber of employees lor whom it pro- 
vides these benefits. 

! Mr. AIKEN. Mr. President, will the 
Senator yield? 

Mr. STENNIS. I yield. 

Mr. AIKEN. Does the retirement sys- 
tem lor CIA employees employed In for- 
eign countries apply to a'lens ns well as 
ito citizens of the United States? 
j Mr. STENNIS. The bill contains two 
’specific provisions on this point. First, 
jit provides that tho Doctor, in naming 
the employees to be covered under this 
|systcm, shall designate only those de- 
termined by him to be in support of 
Ay. ci icy activities abroad, ami In dulles 
liuziirdous to ibe life and health of the 
employee. 

Mr. AIKEN. That means that the re- 
tirement could apply to aliens — foreign- 
ers? 

Mr. STENNIS. No; It will apply only 
to U.S. Citizens. 

Mr. AIKEN. Only to U.S. citizens? 

Mr. STENNIS. That Is correct. Tho 
bill will cover only U.S. citizens. 

Mr. AIKEN. When those pcoplo go 
on retirement am I correct in assuming 
that their names will be kept secret while 
they are employed? ; 

Mr. STKNNfS. No: there will bejno 
secret list of those people after they are 
retired. I 

Mr. AiKENAp|»r©*®8. For Release 


Mr. IMJRtiKIli. Mr. President, will 
Ihf Kcuntnr yield? 

Mr. STENNIS. I yield. 

Mr. UUSSEIvti. Tills rellrcment sys- 
tem Is largely patterned on the retire- 
ment. system for foreign service person- 
nel. It Is not fiuite so liberal a3 the 
retirement system for forelcn scrvlco 
personnel abroad. Wc made some parts 
of it conform to tbc civil service retire- 
ment system rather than the system for 
forcicn service employees ubroad; but, 
Generally speaking. It is patterned upon 
the retirement system for forcicn scrvlco 
employees overseas. 

|Mr. AIKEN. A very generous system. 
With that explanation and that under- 
standing. I have no objection. 

Mr! STENNIS. I think that sum- 
marizes the bill in large part. Gen- 
erally speaking, this special system for 
a limited number of CIA employees Is 
based upon the retirement system for 
Forccln Service employees abroad, ex- 
cept that it is not so broad and general, 
hut is more limited. 

Also, there Ir. 11 limitation on the num- 
ber that ran be retired under this hill. 
Not more than *100 may bn retired under 
this legislation during the period from 
the date of enactment to June 30. 1909. 
There is also e. limitation of 400 during 
the next 5-ycar period from June 1, 
10'!3. until June 30. 1974. 

Mr. AIKEN. In determining the 
amount of retirement benefits. I pre- 
sume that previous service in other 
agencies of the Government would bo 
taken Into consideration? 

Mr. STENNIS, Yes; that would bo a 
part of the compensation. 

At the present time all employees of 
the Central Intelligence Agcne.y arc un- 
der the normal civil service provisions for 
retirement purposes. The need for tbl3 
bill arises from the fact that because of 
tho conditions of service, not all of the 
CIA employees who are supporting and 
conducting intelligence activities abroad 
can anticipate tho period of employment 
required for retirement under the pres- 
ent civil service provisions. For this seg- 
ment of CIA employees this bill creates a 
special retirement system which will 
make it possible for these employees to 
rettro nt an earlier ago and with a less 
severe financial penalty than tho present 
civil service system employees. It Is ex- 
pected that not more than 30 percent of 
the Agency employees would be covered 
muter tills new system. Not all or these, 
of course, would ever qualify for retired 
pay. 

As wc all know, the entire CIA opera- 
tion is an intelligence ciTort. At this 
point. Mr. President, the question natu- 
rally arises ns to how there can be a clear 
line of distinction between those em- 
ployees who would be covered under this 
bill and those who would remain under 
the civil service system. The bill con- 
tains two specific provisions on this point. 
First, it provides that the Director, In 
naming tho employees to be covered un- 
der tills system, will designate only those 
determined by him to be in support of 
ARency activities abroad, and hazardous 
to the life and health of the employee, or 


b< cruise of .security requirement*., to be 
clearly distinguishable from normal Gov- 
ernment employment. I’.t contl, there li a 
specific limitation, not in the House ver- 
sion, which provides that except for dis- 
ability retirements, not more than 400 
employees will be retir ed under this legis- 
lation during the period from the date of 
enactment to June 30, 19G3. Also, there 
is a limitation of 400 for the next 5-ycar 
period between July 1. 1DG9. and June 30, 
1974. 

It should also be emphasized, Mr. Presi- 
. dent, that the rules and regulations of tho 
Director for establishing and maintain- 
ing this system will become effective only 
after approval by tiro chairmen and 
ranking minority members of the House 
and Senate Committees on Armed Serv- 
ices. 

rncctntNTS 

The precedents for this typo of legis- 
lation may be found in the provisions 
now applicable to certain personnel of 
the Federal IJuroau of Investigation and 
other Federal Investigative and criminal 
delf'cMon activities, mvl the- Z'-'Pa rate 
statute now applicable to Foreign .Serv- 
ice olliccrs. The premise underlying this 
bill, ns well as the foregoing provisions, 
is a need for encouraging, and In somo 
cases directing retirement at ngc3 earlier 
than thoso contemplated by the normal 
civil scrvlco employee. 

HIGHLIGHTS 

Mr. President, before discussing the 
details of this legislation I would like to 
make two observations. First, even 
though this is a lengthy bill, many of the 
provisions arc similar to those contained 
in the civil service retirement bill. A' 
repetition of language is necessary since 
the covered employees will be retiring 
under the separate legal system estab- 
lished by this bill. Second, the version 
now before the Senate Is considerably 
more restrictive than the form in which 
the bill passed the House. For the most 
part, the House version was similar to tho 
Foreign Service Retirement Act whoso 
provisions arc more liberal than tho civil 
service system. The committee was of 
the opinion, however, that this special re- 
tirement problem of the CIA could bo 
adequately nict with a system more sim- 
ilar to the civil service system than the 
House version proposes. The committee 
amendments for the most part arc 
changes which conform the bill to the 
various provisions now contained In the 
Civil Service Retirement Act. 

My discussion will outline the manner 
in which the bill departs from the exist- 
ing civil service system for the special 
CIA employees who would be covered. 

RLT1AE MENT FUND 

Mr. President, the bill would create a 
retirement fund to bo maintained by the 
Director. The. employees would contrib- 
ute 0!i percent of their basic salary. In 
addition, the Director would make esti- 
mates for annual appropriations for the 
fund. The past contributions of em- 
ployees would be transferred In this fund. 
It Is also expected that past contributions 
by tho Government would also be trans- 
ferred. Finally, ii) order to insure a 
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an lu'lnmlal I'valunuon of the fund at 
Inter vitlnof not moii ilinn 5 years, 
rns i a ir a wry 

Under the cub-iia already dl'CUf'ed, 
tlie Director would designate the persons 
known as pur! icipaels who would ho un- 
der the ; penal sy-'rm. Each partici- 
pant's record would t.e reviewed at least 
every 5 years in orcl t to determine if 
they should reinatn under this system. 
The bill dots contain a provision insert- 
ed In Jhc Hon#'? providin'; that after 13 
years of service, if the Director adjudges 
a pen *n to be qualified for coverage 
tinder this system, he irtny elect to re- 
main under this retirement program and 
not he subject to further review by Iho 
Director foe retirement coverage pur- 
poses. 

Mr. President, we now come to the 
question of just what docs this bill pro- 
vide for the people who arc designated 
as participants. 

First, the bill provides for an Increase 
In what Is now known as the retirement 
multiplier. It provides that those under 
tilts system will have their retired nay 
computed on the basis of 2 percent of 
their nverapi* salary of the highest f» 
consecutive years, ‘fills aver a tv would 
then he multiplied hy Iho miinher of 
creditable years of service, not to exceed 
35, with the result that the maximum 
amount of retired pay would be 70 per- 
cent of the hb-hest. 3-year average. 

As we know, under the normal civil 
service formula the first 3 -year period Is 
computed on the basis of l*i percent of 
the highest salary for 5 cor.srcutlvo 
years, the next 5 years l 3 ^ percent, with 
the remaining sendee over 10 years at 
2 percent. The bill would therefore ex- 
tend to these employees the 2 -perccnt 
formula for the first 10 years as com- 
pared to the lesser civil service percent- 
ages for the first 10 years. 

retirement wmioirr penalty 

Mr. President, under the normal civil 
service, all retirements below age GO In- 
cur a penalty: that Is, a reduction In 
retired pay, even if one is otherwise eli- 
gible for retirement. The penalty Is 1 
percent In retired pay for each year 
under age 60 to age 53 and 2 percent In 
retired pay for each year below age 55 . 
As an example, nt age 50 the retired pay 
would bo reduced by 15| percent. 

Mr. President, the bill docs not provide 
for any penalty in retired pay. and if tho 
person Is otherwise eligible hr will bo 
permitted to retire under the normal 2 - 
perccnt formula. 

VOLUNTARY Ur.TIflf.MrNT AT ACR no 

The bill would permit participants be- 
fdnntnc nt age 50, upon application, with 
tho consent or the Divector, to vctlro 
voluntarily, If they have completed a 
total of 20 years of service, including nt 
lenst 10 years with the CIA nnd n mini- 
mum of at lenst 5 years of qualifying 


duct nnd Mippnrt of. Intelligence ncltvl- 
tlvj, abroad. 

As an example, Mr. President, If a man 
was 55 fears of arte anti had completed 
25 years of service, he could voluntarily 
retire with 50 percent of his highest 
5-yrar average. If lie were under tho 
civil service system lie could voluntarily 
retire at am 55 only If he had completed 
30 years of service nnd even here nt a 
3-iicrcent reduction In retired pay. As 
wc all know, under tho civil service sys- 
tem retirement below uge 55 is permitted 
only if the separation is involuntary. 

MANDATORY RLTtl'.EMENT AT APB BO AND ABOVE 

I The bill provides that the Director In 
hU dlneretlott may mnntlaiorlly retire 
participants who are nt loast 80 yearn of 
age nnd have completed the same service 
required for voluntary retirement. His 
retired pay would be based on the 2 -pcr- 
ccnt formula. 

MANDATunr itirriREMncr with at least as 

YEARS or AEIIVJCK 

The bill further provides that tho Dl- 
* rector may Involuntarily retire partici- 
pants who have completed a total of 23 
years of service without regard to nt;c, 
.provided Iho person has completed nt 
least 10 years of service with the Attoncy, 
of which at least 6 years nro qualifying, 
There Is a similar 25-ycnr involuntary 
provision under civil service, with tho 
distinction, of course, that such retire- 
ments would Incur a penalty. 

MANDATORY RETIREMENT DASFD ON AOE 

The bill provides that participants in 
the grade of GS-18 or above will be man- 
datortly retiredupon reaching 65. Those 
below GS-18 would be mandatorlly re- 
tired at ago 60. Tho Director could In all 
cases extend the participation service for 
n period not to exceed 5 years. This 
provision is of somewhat limited signifi- 
cance since there is no statutory tenure 
for CIA employees. The Director can 
terminate the employment at any time. 
disability sydtim 

The bill contains provisions for a dis- 
ability system comparable to that for 
civil service employees with the except- 
ion that the disability retirement pay 
would be based on the 2 -pcrcent form- 
ula. 

OTHER FEATURES 

Mr. President, the bill contains a num- 
ber of other provisions, most of which aro 
similar to those contained In the Civil 
Service rtetirement Act. Theso relate, 
amour: other matters, to the question of 
deferred annuities, payments for widows 
nnd children, cost-of-living .increases, 
nnd provisions relating to the adminis- 
tration of tho retirement system and 
fund. All of these matters arc set forth 
In detail In the committee report nnd Z 
shall not nttempt to discuss them os a 
part of my statement, 

COST 


of retiring perrons under this bill, as 
compared to the cost If they would be 
retired under the civil .service provisions, 
there will be expended an eulmntod 
$ 000,000 over the next 4Mi-yc:ir period, 
or about $132,000 on an annual basis. 
This $600,000 figure is, of course. Included 
within the total expenditure of $1 mil- 
lion. 

SUM MART 

Mr. President, it Is my personal view 
that ns a mntter of qencrnl policy the 
Congress should not enact legislation 
which encourages the early retirement 
ot our Government employees. Tpo often 
It appears that retirement becomes nn 
end In itriolf, with tho result that people 
nro often retired at a lima when they 
could continue to render vnlnablc service. 
Tlie committee felt, however, that be- 
cause of tho special circumstances in-- 
volvcd, this bill is justified In order to 
meet the special problems nnd conditions 
of service with which a segment of tho 
CIA employees arc confronted. 

I regret that the security Implications 
of this general subject do not. pviinit n 
morn extensive dltctrslon of some of tho 
fact situations. X am sure that nil Mem- 
bers of the Senate, however, nppreciato 
tho general sensitivity surrounding any 
discussion of this general subject. 

I might observe that one particular 
part of the bill relating to tho security 
aspects Is the provision requiring that the 
rules nnd regulations for implementing 
the act Iks approved by the chairmen and 
ranking mtnority members of the Houso 
nnd Senate Committees on Armed Serv- 
ices. It Is planned that the criteria for 
qualifying under tills retirement program 
will be somewhat detailed and strict. 
The security Implications do not permit 
disclosure of this aspect of tho program. 
This provision, however, Insures that tho 
appropriate committee representatives 
Will ho fully aware of tho operation of 
this program. 

I urge tho Senate to adopt this legisla- 
tion as amended by the Committee on 
Aimed Services. 

The PRESIDING OFFICER. Tho 
question Is on agreeing to the commlttco 
.amendment. 

The amendment was agreed to. 

The PRESIDING OFFICER. The 
question Is on the engrossment of tho 
amendment nnd tho third reading of the 
bill. 

Tho amendment was ordered to bo 
engrossed, nnd tho bill to be read a third 
time. 

The bill fH.R. 0427) was read the third 
time and passed. 

Mr. SAt.TONSTALL. Mr. President, 2 
move thnt the Senate reconsider the voto 
by which the bill was passed. 

Mr. STENNIS. I move to lay that mo- 
tion on the table. 

The motion to lay on the table was 
agreed to. 


service. It Is expected that normally all 
of the creditable service would be In tho 
nature of qualifying service. In certain 
enscs, however, participants may hnve 
completed prior military service or serv- 
ice in some other Government agency. 
With respect to service within the CIA. 
except for periods of rolalkm, most of 
the servlco wniApptf-QPaGtiifaryRWft&se 
ture; that is, duties Involved in Uio eon- 


Mr. President, with respect to the cost 
of this special system. It is anticipated 
that over the next 4 '. 3 years, through 
Juno 30, 1969. the total expenditures 
from tho retirement fund would be ap- 
proximately $4 million. On an annual 
basis tills would average about $900,000 $C 

terms of additional cost, that is, tho cost 
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A REVIEW AND RECOMMENDATION 
PERTAINING TO POST-RETIREMENT 
EMPLOYMENT PROSPECTS FOR THE 
CLANDESTINE SERVICES CAREERIST 


"L* This paper is addressed to the question of early 
retirement under the CIA Retirement System and the problem 
of participants finding second-career employment between the 
ages of 50 ai.d 62. 

2. Tne Clandestine Services will provide the largest 
group of participating annuitants and the prospects of their 
finding satisfying employment will bo the poorest of any 
single group ia the Agency. Several factors contribute to 
this situatior, as I see it, and, therefore, call for 
special consideration by management. 

3. For the most part, CS retirees are hoping to make 
connections in the business world, a highly competitive 
domain and one in which they have had no recent experience 
in terms of what Business is seeking. Lot me illustrate the 
import of this conjecture, for I share none of the optimism 
which would suggest that our Retiree Placement Service should 
be able to sell the D careerist in what is essentially a 
buycr*a markctT 

4. I would feel far more hopeful if more D careerists 
were committed to leaving the Agency at age 50. Moreover, 
if the formula could be reduced to 45 - 20 - 10 - 5, I would 
feel cafe in guaranteeing an annual exodus of parade propor- 
tions. What I am saying, therefore, is that the longer a 
man waits to change careers the less attractive he becomes 
to any prospective new employer; and most of our early 
retirement oligibles are waiting all too long, 

5. OA the whole, the D careerist can bo thought of indeed 
ns the typo of individual the business world would be 
interested in; intelligent, personable, perceptive, flexible, 
extrovert, and, call it, sensibly aggressive. These are 
assets which register high on the scale of manpower market- 
ability in the business world, but not when they are wrapped 

In 50-year old hides . 

G, Business and Industry are looking for specific 
characteristics and talents, and in younger bodies than we 
are now peddling. They look primarily at what a man has 
been doing in specific business fields during the past ten 
years . By the competitive standards of meaningiuluusiuess 

' s. 
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experience, certain of our candidates in the 65- to 02-year 
old ago brackets would havo difficulty qualifying for part- 
time work as a shopping center Saqtn Claus, 

7. Of the 260,000 American executives who havo entered 
the Job market this year, 90 per cent were acftively and 
favorably employed. Their motivation for making a move is 
traceable tot l . ' 


a. Opportunity to broaden experience and 
responsibility; 

b. Market and other changes within their 
company ; 

c. Mergers; and, 

d. Personal factors involving their families. 

8. The annual compensation for this group has ranged 
from $12,000 'to $150,000. The average was $24,400; the 
median $23,000. Of these U. S, executives, 39 per cent have 
had recent experience at the general management level , with 
the TiYl froi ciVair man , President , Executive Vice’ President , 
Managing Director, or Division manager. Some 43 per cent, 
including some of the foregoing, are qualified sales and 
marketing managers. Others were manufacturing executives, 
finance, engineering or research and development, and 
personnel executives. The business fields break down to 
some 88 industry and product categories— consumer packaged 
goods, industrial processed goods, industrial fabricated 
goods, electronics, etc. Hardly the province of the D 
careerist who has spent his last ten years thinking hard 
about political and espionage details. At best, our D men 
might land somewhere down the scale of salesmen going out for 
Merck, Monpanto,, or Singer Sewing Machine. Such concerns 
also employ foreign nationals, obviously, in sales capacities, 
backstopped by an American business manager . True, there 
could bo some "protocol" ass Ignments where our overseas- 
seasoned linguists could fit in as special assistants or 
contact specialists, but industry has not been looking to us 
to supply managers. 


9. What this could suggest is that our careerists are 
competing for a median salary of $22,000, but against men 
who havo successfully demonstrated on-the-job capabilities 
that would command this compensation. The median would 
suggest, by and large, where the jobs are. You could say 
that our retirees would settle for the $12,000 jobs; but, 
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for their $12,000 slots, Business is seeking the young, 
lightly experienced MBA in Marketing with a $50,000 future. 

At the $15,000 level, it. should come as» no startling news 
that Business wants the same overseas animal we wantj putting 
it in Business’s own words: a vigorous, aggrossive, take- 

charge, young generalist who can go abroad and make the sales 
machinery hum. Why wouldn't Business be bidding furiously for 
the Business-motivated MBA with, say, 5-10 years of pro- 
gressively broadening and responsible experience? 

10. I emphasize overseas and abroad advisedly, because 
our D careerists seem to insist upon a Connection with an 
American business firm with international outlets. I think 
they do so wisely, albeit nostalgically. If they have any 
competitive edge, it .is that gained by having lived in over- 
seas environments and feeling completely comfortable in the 
process. "Business" per so in its puroly domestic context 
offers an unexciting prospect to most D men. Further, the 
competition is much stiffer when it comes to finding extremely 
able younger men who are perfectly happy to raise their 
famllios in the U. S. A. 

11. If tho Job is not overseas, the great majority of 
our retirees want it to be in Washington, which happens to 
bo an over-sat\trated market for the retiree at largo, thus 
further narrowing the over-all Job chances of our rotirees. 

12. What strikes me as naivete is the notion we can 
call upon our senior officials to place any number of D 
careerists simply by telephoning a friendly corporation 
president and putting in a good word for one of our aging 
assets. Presidents of corporations push these offerings 
down to their vice presidents in charge of being nice to tho 
President's friends who have 59-year old hot phots for sale. 
For one thing, tho corporate pension plan structure won’t 
accommodate the older man, even in the case of Federal 
retirees viho are quite willing to forego participation in 
tho company's pension plan. Industry hears this proposition 
daily. Many pension systems are all-inclusive, all tho 
employees or none, and if the new employee is too old to 
partake of, say, a minimum 10-year portion of the pension 
pie, he is too old to hire, period. You couldn’t break 
through these barriers with a Supreme Court decision. It 
Just happens to be one of the bureaucratic features of 
Business— and a pretty good device for turning aside aging 
applicants. 
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13. This is not true of nil companies, and some of our 
candidates will be hired, but on merit, which suggests that 
more of them should be testing the posture of their market- 
ability in the open market now instead of sitting back and 
■waiting on RP3 to find them a new homo. Many D careerists 
havo told us they would leave anytime they can get an outside 
Job; but they are doing little or nothing by way of looking 
on their own. I am convinced that tho majority of our D 
retirees who do find new employment are going to bo those 
who paved the way for themselves by making meaningful connec- 
tions in the course of their Agency careers. Cover security 
is really neither hero nor there when it comes down to 
opportunities for cultivating American business contacts 
abroad, 

14, Tho more it is realized how difficulty it is to 
come by post-retirement employment, the more the Clandestine 
Services should concontrate, selectively, on putting 
careerists under commercial cover early in their forties, 
preferably durable and continuing cover that conceivably 
could leavo tho retiree in a bona fide commercial payroll 
position once ho has elected to leave the Agency’s employ. 

1C. This Agency can put to rest any notion that RPS can 
score wholesale gains in marketing aging rotireos in 
commercial circles. Such placements amount to technical 
breakthroughs. And, by the same token, the Agency cannot 
change the facts of life by simply establishing its own out- 
side "corporation" to pave the -way for these same retirees— 
ns has been recommended . Ho Agency proprietary is going to 
change the manpower placement market or tho make-up of the 
individual concerned. There are many so-called executive 
search outlets that will take on tho task at no or little 
cost to the marketable candidate, as I shall point out. But 
tho individual must compete on his own, by tho timely 
surfacing pf his resume in appropriate business circles— 
which will bo the main thrust of the recommendation I moan 
to make. 

16. What we have said thus far is that D careerists 
have to be thought of as being disadvantaged duo to age, 
inexperience, and corporate pension plan barriers when it 
comes to competing for second-career opportunities in tho 
business world; that they become immobilized as they reach 
retirement age by refusing to leave Washington unless it moans 
an ovex’seas assignment; that neithor RPS techniques, senior 
officials on friendly terms with corporation presidents, nor 
an Agency placement proprietary can change tho complexion of 
the Business manpower market when it has established a high 
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preference for either younger men or men who are experienced 
business executives} that D careerists in the eligible' zone 
give lip service to retiring early, but that what they mean 
is as Boon as an attractive offer— which they are doing 
nothing on their own to generate— falls into their lap (there 
are, however, younger D careerists, not yet 50, malting 
serious noises about leaving when they reach this age) j that 
the successful job Bookors are going to be those who have 
made good business connections in tho course of their Agency 
careers, end, therefore, tho Clandestine Services could 
consider providing more commercial cover connections for D 
careerists in their early forties* 

17. This leaves us far short of any positive problem- 
solving approach, so, for what it is worth, I would make the 
following observations and concomitant recommendations . The 
first would bo that the Clandestine Services send UPS more 
candidates for counseling far earlier in the game. Except 
for a mere handful of D careerists who have boon tapped on 
tho shouldor3 and told to see RPS in the past twenty months, 
tho D careerists who do consult with RPS are doing so 
clandestinely, guardedly, and half-heartedly. There is much 
to suggest that 1968 is the real target retirement date for 
many because it will mean a more respectable high-five salary 
factor in tho calculation of their annuity. The majority 
leaving before 1968, thorefore, will be those who aro being 
forced out at mandatory retirement ages, and, it follows, 
extremely unfavorable external placement ages, 

18, For tho D careerists who have not established 
productive employment leads on their own initiative and who 
lack tho experience Businoss is buying, I think it narrows 
down largoly to any overseas sales openings that may become 
available. 


19, In my opinion, the best device for determining 
one's chances for new employment in this area is the Sales 
Executive Club of New York City. 


20. If the D retiree fashions himself as having the 
attributes of an international, or domestic, salesman, ho can 
file a resume with the Sales Executive Club at no charge . 
This is a clearing house to which many companies" pay" uif 
annual fee for access to all resumes on file. Our man who 
says ho would leave anytime ho can make a connection within 
tho next two years should put his resume up for grabs now, 
for free. The man who is not yet eligible for retirement, 
for whatever reason, ago, years of service, qualifying 
service, should not file until GO to 90 days before he is 


Approved For Release 2003/1 


GfiN EIDlEWHALsROC 


8R0002001 60001-0 





Approved For Release 


- 8 - 


00708R0002001 60001-0 


may so© relocation in a different light. Th© bidding cannot 
begin, however, until a resume is floated outside the Agency, 

25. For the prospective retiree who makes no suitable 
connection with Business, assuming this is his first choice, ho 
should then consider our findings which suggest that the only 
field that is wide open to our retirees, at almost any age, is 
Education, provided the individual has a graduate degree and is 
willing to relocate if necessary. The other fields which offer 
reasonably good opportunities for the technically qualified 
rotireo are Industrial Security, Finance, Real Estate, and 
Library Science. The older scientist, engineer, and technological 
specialist is not as marketable as you might think. Beyond 
those borders, the picture gets pretty bleak, and it is beyond 
these borders, and into Business,: that most D careerists prefer 

to project themselves' in terras of furbishing their future. We 
need to do a bit of fact-facing, therefore, as it embraces the 
personnel concerned, 

26, This analysis therefore recommends that in the out- 
placement of Clandestine Services and certain other retirees we 
use the commercial resources described as being available at 
little or no cost to the Agency— networks v/hich provide a con- 
siderably wider scope of socond-carcer possibilities than we 
could ever hope to duplicate in-houBO, if indeed we should bo 
trying to. 


27, Again, RPS cannot bo counted on or expected to find 
second careers for all aging aspirants. Any placement at these 
age levels is almost an accident of the system. Still, it is 
the psychological mind' sot of many about to be retired employeos 
that RPS was established fpr the purpose of insuring them a new 
livelihood, preferably in Washington or at tho overseas base of 
their choico, I think wo would be far wiser to force them to 
tho conclusion that if they can’t help themselves find a new 
career with a minimum of Agency assistance, they are going to 
have to scale down thdir standard of living to the size of their 
annuity. The size of some annuities might force a few careerists 
to think seriously of selling their secrets to the enemy. What 
the younger CIA Retirement System participant (age 45 - 48) 
should be encouraged to do instead is consult with RPS well in 
advance of a retirement target dato, if any, so that he will 
have a bettor feel for what he could be doing in the meantime 
either to cushion tho shock or retread himself for a different 
field of ^mployfeehtY H : j sr; 5 / ^ OJ *■' - V j 
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